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ABSTRACT
This qualitative case study examined a Historically Black College or University
(HBCU) recruitment practices that consolidated with Predominantly White Institutions
(PWI) and the new HBCUs effort to increase non-Black students' enrollment. The
purpose of this study is to examine the institutional recruitment practices, recruiting
practices that target non-Black students, and non-Black students' perception of their
recruitment experience. There is an extensive amount of literature regarding recruitment
practices; however, literature regarding recruiting practices for non-Black at an HBCU is
limited.
The study participants included three Admissions Recruiters, an Associate
Director of Admissions, a Vice President for Enrollment Management, and twenty-three
non-Black students at the Southeast HBCU. Interviews were conducted with the
Admission Recruiters, Associate Director of Admissions, and the Vice President for
Enrollment Management; a survey was conducted with the non-Black students who
attended the HBCU. This study findings and implications indicate that more recruitment
efforts are needed to target non-Black students at an HBCU. Also, recommendations for
future research on non-Black students' interests in attending HBCU, specific recruitment
practices at HBCUs to target non-Black students, and Black students' perception of
diversifying HBCUs are discussed at the end of the study.
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CHAPTER I
INTRODUCTION

Background of the Problem
According to the National Center for Education Statistics (NCES) (2019), the
purpose of Historically Black Colleges and Universities (HBCUs) has been to educate
Black students in a higher education environment. HBCUs were founded and expanded
in an environment of legal segregation. They provided access to higher education that
contributed significantly to the advancement of Black Americans to help improve their
status (NCES, 2019). Research shows that overall undergraduate enrollment at HBCUs
decreased by 11% from 2010-2018 but increased by 24% for non-Black students at
HBCUs during the same time frame (NCES, 2019). Due to Black students’ declining
enrollment, all students’ recruitment strategies, including non-Black students, should be
considered at HBCUs. While HBCUs were initially founded to educate Black students,
other races also enrolled; over time, diversity increased. In 2018, non-Black students
represented 24% of all enrollment at HBCUs compared to 15% in 1976 (NCES, 2019).
As reported by the National Center for Education Statistics (2019), attendance at
higher education institutions increased by 91% between 1976 and 2010, then declined 6%
between 2010 and 2018. This decline almost doubled for HBCUs. In 1976, 223,000
students were enrolled at HBCUs. By 2010, the number of enrolled HBCU students grew
47% to 327,000 students. However, between 2010 and 2018, HBCUs’ enrollment
decreased by 11% to 292,000 (NCES, 2019).
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Low enrollment at HBCUs causes severe financial problems (Woodhouse, 2015).
In 2013, in Lawrenceville, Virginia, St. Paul College closed its doors after 125 years of
service due to fiscal deficits from decreased enrollment. Cheyney University, the nation’s
first Black college, fought to increase enrollment numbers (Woodhouse, 2015).
According to Smith (2017), within the 90 higher education institutions in the United
States with endowments of $1 billion, none of the institutions are HBCUs. In 2002, low
enrollment and financial issues caused Morris Brown College in Atlanta to lose its
Southern Association of Colleges and Schools Commission on Colleges accreditation
(Lewis, 2015). Only 35 students enrolled during its last year operating (Lewis, 2015).
Many HBCU presidents have been criticized for misusing funds, leading to a decrease in
credit ratings (Lewis, 2015). “We are witnessing an existential threat to all but a handful
of HBCUs” (Woodhouse, 2015). Lewis (2015) predicts that the nation’s HBCUs will fall
from 101 to only 35 (See Appendix A for a complete list of all Historically Black
Colleges and Universities in the U.S.).
HBCUs traditionally offered higher education opportunities to African American
students and fought for civil rights against racial discrimination (Gasman & Nguyen,
2015). Institutions with this rich history deserve protection and preservation. According
to the National Trust for Historic Preservation (NTHP) (2020), in 1998, HBCUs were
listed as one of the United States' eleven most endangered Historic Places. The NTHP
(2020) advocates supporting the stewardship capacity of HBCUs, in addition to raising
national awareness of their significance, ongoing threats of closure, and financial
deficiencies. Although all institutions face undergraduate enrollment declines and look
for opportunities to enroll and retain students, many HBCUs, such as Howard University,
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Morehouse College, and Spelman College, stand out as examples of successful
recruitment and retention efforts (Gasman & Nguyen, 2015).
Identifying practices to recruit students successfully is needed to increase
enrollment, as data show retaining students at HBCUs is effective. When institutions
maintain high retention and graduation rates, additional state government funding
supports them (Gasman & Nguyen, 2015). See Figure 1 for a list of the five most elite
HBCUs' retention rates, as identified by United States News & World Report (2017).

Figure 1. Retention Rates at HBCUs.
Black students at HBCUs have an average graduation rate of 37.8% compared to
32.0% of Black students attending non-HBCUs (Wyllie, 2018). With higher graduation
rates for Black students attending HBCUs than those attending Predominantly White
Institutions (PWIs), the data support HBCUs’ continuing efforts (Gasman, 2014).
Gasman (2014) stated that the data support ongoing efforts to help HBCUs increase
graduation rates for Black students attending HBCUs compared to Black students’
graduation rates attending PWIs.
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Statement of the Problem
The decline in enrollment at HBCUs has resulted in the closure of these
institutions at an alarming rate (Suggs, 2019). Eighteen HBCUs have closed, five of the
closures since 1989 (Suggs, 2019). According to the National Center for Education
Statistics (2019), HBCU enrollment decreased by 11% from 2010 to 2018. Declining
enrollment impacts the overall funding of institutions (Banks, 2018).
Many possible factors contribute to the problem of low enrollment numbers. The
consideration of consolidating institutions to counteract this issue is increasing at HBCUs
(Davis, 2016a). Since 2010, one university system has consolidated 18 institutions,
decreasing its total number of universities and colleges from 35 to 26. The 2017 merger
between a four-year HBCU, and a two-year PWI, was the second merger involving an
HBCU in the Southeast (Davis, 2016a). The consolidated institution retained the HBCU
name and effectively increased its enrollment from around 3,000 students to nearly 9,000
students - the largest enrollment of an HBCU in the Southeast (Davis, 2016a). The
university enrollment report for the consolidated Southeast HBCU exceeded 6,000
students over three academic years (see Table 1), greater than the pre-consolidated
enrollment of 3,000 students (Davis, 2016a). Additionally, the non-Black student
population increased at the consolidated institution by 11% (Davis, 2016a).
Table 1 displays the University System enrollment report for the consolidated HBCU
over three academic years (Fall 2017 - Fall 2019).

4

Table 1
University System Enrollment for the Consolidated HBCU
Fall
2016

Fall
2017

Spring
2018

Summer
2018

Fall
2018

Spring
2019

Summer
2019

Fall
2019

Overall
Enrollment

7,161

6,615

5,729

2,475

6,371

5,737

2,590

6,122

Black
Enrollment

4,603
(64.27)

4,625
(69.9%)

4,032
(70.4%)

1,554
(62.8%)

4,618
(72.5%)

4,141
(72.2)

1,723
(66.5%)

4,563
(74.5%)

non-Black
Enrollment

2,558
(35.73%)

1,990
(30.1%)

1,697
(29.6)

921
(37.2%)

1,753
(27.5%)

1,596
(27.8%)

867
(33.5%)

1,559
(25.5)

In fall 2020, the HBCU enrollment was 6,509. Black students made up 77.3% of
this enrollment, and non-Black students, 22.7% (Research and Policy, 2020). Non-Black
has increased by 12% in 5 years (Research and Policy, 2020). This institution maintained
its HBCU status while diversifying enrollment of non-Black students.
This study will contribute to the body of knowledge needed to address declining
enrollment by reviewing institutional recruiting practices at an HBCU, specific recruiting
practices that target non-Black students, and the non-Black students' perception of their
recruiting experience at a Southeast consolidated institution.
Purpose of the Study
The purpose of this study is to examine institutional recruitment practices at an
HBCU with a specific focus on recruiting practices that target non-Black students and
non-Black students’ perceptions of the recruiting practices. For this research, Historically
Black Colleges and Universities are defined as any private or public college or university
established before 1964 with the exclusive purpose of academically educating African
American students (NCES, 2019).
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Research Questions
The research questions that guided this study were:
1. What are the institutional recruiting practices at an HBCU?
2. What are the specific recruiting practices used by an HBCU to target non-Black
students?
3. What are the perceptions of recruiting practices for non-Black students attending
an HBCU?
Qualitative research questions often begin with how or what to expand the
understanding of what is going on concerning the topic (Patton, 2002). The qualitative
research used in this case study explored recruitment practices at a Southeast HBCU,
examined recruitment practices focused on non-Black students to encourage them to
consider attending Historically Black Colleges and Universities and their perceptions of
those recruiting experiences.
Theoretical Framework
This research was framed by institutional theory. Institutional theory spotlights
the normative impact of organizational activity and how social beliefs impact
organizational behavior and structure (Mohamed, 2017). Institutional theory’s objectives
are to explain organizational behavior and structure concerning shared pre-existing
guidelines, social beliefs, and standards in organizations’ external environment
(Mohamed, 2017).
Isomorphism is a concept within institutional theory. Isomorphism occurs when
institutions have practices that resemble the practices of others. Isomorphism is a
restrictive method that pressures a unit to compare to other units with the same set of
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environmental conditions (De Prá Carvalho et al., 2017). De Pra Carvalho et al. (2017)
state that isomorphism refers to the process of institutions looking more and more like
each other.
Three interdependent pressures that capture the essence of isomorphism are
coercive, mimetic, and normative (De Prá Carvalho et al., 2017). “A coercive change
results from formal and informal pressures applied to organizations by other
organizations upon which they depend and by ethical expectations in the community
within which organizations function” (DiMaggio & Powell, 1983, pg. 147). For example,
a system policy to raise admission score requirements for a program of study is
considered a coercive change. Within the University System, institutional consolidations
due to low enrollment numbers or other consolidation purposes are considered a coercive
change. A mimetic change is one in which isomorphic activities follow other institutions’
procedures that are considered successful because of a particular outcome (DiMaggio &
Powell, 1983). An example of mimetic change is including virtual tours in the
recruitment process due to another institution’s success with using these tours. A
normative change results from pressure from other organizations pressure which leads
institutions to conform to their policy (DiMaggio & Powell, 1983). An example would be
the institutional adoption of recruitment strategies from professional organizations or
agencies. The figure below (figure 2) demonstrates coercive, mimetic, and normative
isomorphism pressure.
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Figure 2. Isomorphic pressures
Institutional theory supports an understanding of institutions’ pressure to become
more alike, which lessens institutional diversity (De Prá Carvalho et al., 2017).
Additionally, institutional theory explains why structures and practices become ingrained
and how and why change occurs (De Prá Carvalho et al., 2017). Organizational change in
their formal structures is dependent on the environment in which they survive (De Prá
Carvalho et al., 2017). During the institutionalization process, organizations display
parallel characteristics that support success and continuity, making them recognized
within the social environment (De Prá Carvalho et al., 2017)
Due to environmental pressures, organizations must outline policies to guarantee
their existence and legitimacy (De Prá Carvalho et al., 2017). Institutional theory is a
concept that explains that in order to thrive, organizations must persuade their public that
they are legalized organizations and are warranted support (Meyer & Rowan, 1991). To
gain this legitimacy, organizations create continuous symbols, traditional activities, and
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stories (De Prá Carvalho et al., 2017). Higher education symbols would be cap and
gowns, or books, while traditional activities would include graduation ceremonies.
This study will use institutional theory as a lens to examine overall recruiting
strategies at an HBCU, specific practices that recruit non-Black students, and the
perceptions of non-Black students on their recruiting practices. This framework explains
how the environment of Institutions of Higher Education (IHEs) tends to become more
homogeneous due to isomorphic pressures. DiMaggio and Powell (1983) stated that
“investigating the organizational field for the existence of these pressures and measuring
the extent of these pressures at different points in time; one is better able to comprehend
convergence of homogenized practices and institutionalized behaviors or how an
organizational field becomes institutionalized, around a particular method” (p.90).
Colleges and universities exist within an environment in which external contributors
determine, in part, the expectations for organizational behavior and practices (DiMaggio
& Powell, 1983). The theoretical approach underlying institutional theory interprets how
individuals create, maintain, or disrupt institutions (De Prá Carvalho et al., 2017, p. 436).
As a result, institutional theory states that the environment determines organizational
alternatives and restricts discretion in the choices available for campus leaders. External
pressure for adherence drives the range of resolutions available for institutions (De Prá
Carvalho et al., 2017).
Recruiting non-Black students to an HBCU disrupts institutions’ process and
origin (i.e., recruiting only Black students and developing recruiting materials that pertain
to or market to only Black students). The theoretical framework of this research,
institutional theory, provides the foundation for examining recruiting practices at HBCU,
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the specific recruiting practices that target non-Black students, and the non-Black
students’ perceptions of their recruiting experience. By operating according to social
beliefs, HBCUs maintain the validity of educating Black students while adjusting to
recruiting and educating non-Black students.
Organizational behavior is guided by institutional behavior, structures, and
influences. An example of organizational behavior is changing universities’ admission
standards or consolidating due to low enrollment issues within the university system.
Therefore, the institutional theory perspective is particularly applicable when discussing
non-Black students’ recruitment at an HBCU within the University System.
Methodology Overview
Overall, qualitative research methods are appropriate in determining the meaning
that people give regarding events they have experienced (Bogdan & Biklen, 2003;
Denzin & Lincoln, 2000). Using qualitative methods, the researcher examined the
institutional recruitment practices, specific recruitment practices targeted to non-Black
students, and non-Black perception of their recruiting experience at an HBCU. The
exploratory research can help generate new ideas for recruitment practices. The case
study method was selected for this research because it allows the researcher to develop a
detailed understanding of a particular issue (Merriam, 2009), such as recruitment
practices. Case studies typically gather data from various sources and through various
methods (Merriam, 2009). This case study will enable the researcher to explain the
recruiting processes; through data collected from participants through interviews and
surveys. It is referred to as a “naturalistic” design, as it explores an event or phenomenon
in-depth and its natural context (Bogdan & Biklen, 2003; Denzin & Lincoln, 2000). The
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case study method is also beneficial when experimental or survey designs will not
sufficiently address the research problem (Bogdan & Biklen, 2003; Denzin & Lincoln,
2000). An exploratory research design is one in which research is used to investigate a
problem that is not clearly defined (Bogdan & Biklen, 2003; Denzin & Lincoln, 2000).
Delimitation and Limitations of the Study
The researcher studied only one HBCU; this limits the ability to examine
recruiting practices that target non-Black students and non-Black student perceptions of
the recruiting practices at an HBCU.
The scope is limited by the number of Admissions Recruiters, Associate Director
of Admissions, and Vice President of Enrollment Management and non-Black students
within one institution. The years of staff experience recruiting students may limit the
study to only their expertise. Additionally, only obtaining non-Black students' perception
from one HBCU limits the study to only their perception.
Non-Black students had a low response rate of .19%, limiting the scope of the
overall non-Black student perception at the HBCU. Lastly, almost 87% of the
respondents were White students. Although their ethnicity is non-Black, it limits the
scope of diversity within the responses.
Definition of Terms
● Black – A person with origins in Africa’s Black ethnic groups. (NCES, 2019)
● Best Practices - research and experience that display a method to assemble
superb results are established or proposed as a standard suitable for
widespread acceptance (Merriam-Webster, 2020).
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● Historically Black Colleges and Universities (HBCU) – All HBCUs or
colleges established before 1964, whose sole purpose was Black Americans’
education (NCES, 2019).
● Institutions - A term formerly used in the Higher Education General
Information Survey (HEGIS) and Integrated Postsecondary Education Data
System (IPEDS) to define an accredited institution at the college level by a
business association acknowledged by the Secretary, U.S. Department of
Education (NCES, 2019).
● non-Black – Not relating to the African American ethnic group or their culture
(Merriam-Webster, 2020).
● Predominantly White Institutions (PWI) – higher learning institutions in which
Whites account for 50% or greater student enrollment. (NCES, 2019).
● White – is a person with heritages within any native persons of Europe, the
Middle East, or North Africa (NCES, 2019).
Significance of the Study
This case study focused on institutional recruitment practices at an HBCU,
specific recruiting practices to target non-Black Students, and non-Black students’
perceptions of the recruiting practices. From this study, enrollment personnel may
identify effective and successful recruitment strategies and practices to attract non-Black
students to HBCUs to increase enrollment.
Summary
This chapter focused on the problem of low enrollment at Historically Black
Colleges and Universities. The purpose of this study examined institutional recruitment
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practices at an HBCU, specific recruiting practices that target non-Black Students and
non-Black students’ perceptions of the recruiting practices. This study uses an
institutional theory framework that suggests higher education elements, such as
recruitment practices, are impacted by isomorphic pressures within institutions or
systems.
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CHAPTER II
REVIEW OF LITERATURE

According to the NCES (2019), Historically Black Colleges and Universities’
overall enrollment has declined since 2010; however, non-Black student enrollment at
HBCUs has increased. Many HBCUs are accustomed to recruiting only Black students;
however, with the ever-changing environment of higher education, this can limit their
enrollment.
The National Center for Education Statistics (2019) indicates that the total number of
HBCU students grew by 47% between 1976 and 2010 but declined by 11% between 2010
and 2018. Between 1976 and 2010, the non-Black students’ enrollment remained stable at
HBCUs, but between 2010-2018 the non-Black students’ enrollment increased. HBCU
enrollment is comprised 24% of non-Black students in 2018 compared to 15% in 1976
(NCES, 2019).
No institution can ignore the challenges of increasing or maintaining enrollment,
especially institutions such as HBCUs that have limited resources, serve low-income and
primarily minority students, and are experiencing a decline in enrollment (Lee, 2015).
Minority enrollment is increasing, and diversity is growing at PWIs (Anderson, 2017).
Research has shown that although fewer Black students have opted to enter HBCUs over
the years, there has been a gradual increase in the number of Asian American and
Latino/a students enrolling in HBCUs (Maramba, Palmer, Yull, & Ozuna, 2015). In the
1950s, the racial demographics at HBCUs were nearly 100% Black; however, Black
students make up roughly 76% of the HBCU undergraduate student population
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nationally, with the remainder composed of other racial groups (NCES, 2019). According
to NCES (2019), non-Black student enrollment at HBCUs has increased; in 2017,
HBCUs enrolled 230,942 Black students and 71,295 non-Black Students.
This chapter will be divided into four sections: a) theoretical framework; b)
historical overview of HBCUs' development; c) the state of HBCUs; d) recruiting.
Theoretical Framework
This research employs an institutional theory theoretical framework to examine
overall recruiting strategies at an HBCU, specific practices that recruit non-Black
students, and non-Black students’ perceptions of the recruiting practices. Institutional
theory considers procedures by which institutions become established as authoritative
regulations for social behaviors (De Prá Carvalho et al., 2017).
In sociology, institutional theory within higher education examines some change
elements within an individual institution or system. Institutional theory is a research
tradition that traces its origins back to a 1977 foundational article by J.W. Meyer (Meyer
and Rowan, 1977). It discussed how organizational establishment and change were less
motivated by practical considerations and more through symbolic actions from outside
influences (Meyer and Rowan, 1977). Institutional theory gives the systematic analysis of
transformation, using theoretical contributions of dissimilarity between formal and
informal institutions, and the normative, regulative, and cultural-cognitive institutions
and the different institutions (Geels, 2004). Informal institutions are regulated by social
and habitual behavior patterns that incorporate knowledge, in contradiction to formal
systems’ structured nature (Geels, 2004). Institutional theory defines what organizations
should fulfill and offers an evolutionary representation of the methods of training and
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change, combining the influence of institutions in ordering and regulating behavior (De
Prá Carvalho et al., 2017). Institutional theory can be used to describe the social beliefs
and organizational changes within IHEs. Reports by Meyer and Rowan (1991) and
Dimaggio and Powell (1983) appeared crucial to the progress that institutional theory
sought after, indicating that, to survive, organizations must adapt to the guidelines and
belief systems prevailing in the environment De Prá Carvalho et al. (2017).
Much of the literature on institutional theory in higher education discuss some
change elements in an individual institution or system (De Prá Carvalho et al., 2017).
Institutional theory relates to this research, as HBCUs are known for recruiting Black
students to their institutions. However, with enrollment declines, the practices of HBCUs
have changed over time to increase enrollment. These changes range from recruiting
practices for non-Black students to consolidations with PWIs to increase enrollment.
Institutional theory provides an understanding of the process in which individuals
create, maintain, or disrupt institutions (De Prá Carvalho et al., 2017). HBCUs may have
been founded to educate the Black population; now, they have evolved into educational
facilities that welcome anyone, regardless of race, who desires to attend. The National
Center for Education Statistics (2019) shows that non-Black students made up nearly
one-quarter of enrollment at HBCUs in 2016.
Institutional theory demonstrates how educational policies interact with
institutional environments to influence policy outcomes (De Prá Carvalho et al., 2017).
Institutional theory is particularly applicable within this study of a Georgia HBCU,
whose mission has arguably shifted from primarily educating African American students
due to the consolidation with a PWI. In this study, the researcher will examine
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recruitment strategies and recruitment practices to actively recruit non-Black students
combined with non-Black students’ recruitment perceptions. In this case, the
consolidation of an HBCU and a PWI resulted in increased enrollment of non-Black
students and of overall enrollment.
Morphew and Huisman (2002) use institutional theory to investigate the process
of drifting toward the structure and norms of successful universities and the educational
drift in higher education. They investigated drift samples in several higher education
systems and examined the concept of "isomorphism in organizational fields," as
considered in institutional theory. Morphew and Huisman (2002) advocate that the
institutional theory's theoretical framework presents a beneficial aspect to examine and
describe the reasoning for academic shifts in higher education organizations.
Isomorphism refers to the process of institutions looking more and more like each
other (De Prá Carvalho et al., 2017). Isomorphism is a process that pressures one group in
a population to resemble another group with the same environmental scenes (De Prá
Carvalho et al., 2017). DiMaggio and Powell (1983) suggest that institutional pressure
enhances homogeneity or cohesion in an institution’s organizational structure.
Institutions engage in isomorphic activities when they follow other institutions'
procedures considered successful because of a particular outcome (Mohamed, 2017).
Often, PWIs and HBCUs within the university system seek out information about each
other's enrollment processes to achieve similar success (Mohamed, 2017). Institutional
theory describes the isomorphism of organizational fields, precisely institutional
standards (Mohamed, 2017). Organizations that imitate these institutional standards
become best, if not productive, and extend their existence by using these standards;
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consequently, it reduces the jeopardy of organizational demise, as Baum and Olivier
(1991) described.
DiMaggio and Powell (1983) identify three types of isomorphism - coercive,
mimetic, and normative. Coercive isomorphism is pressure from another organization to
have similarities in policies and guidelines. When external agencies apply pressure on an
institution, such as government guidelines and accreditation standards, coercive
isomorphism occurs (De Prá Carvalho et al., 2017). Coercive isomorphism is pressure
from other organizations to have similarities or the same policies and guidelines (De Prá
Carvalho et al., 2017). For example, university system policies to increase freshman
grade point averages or to require additional reading and math courses based on
standardized exams are considered forms of coercive isomorphism.
Mimetic processes are situations or conditions in which uncertainty encourages
imitation. Mimetic isomorphism occurs when institutions’ needs lead them to model and
emulate those considered leaders within the organizational arena. For example, an
institution may upgrade its campus recreation facilities, which leads to surrounding
institutions doing the same to remain competitive. When institutions give campus tours
highlighting the new upgrades, this will attract prospective students to increase
enrollment (De Prá Carvalho et al., 2017). This data shows that non-Black enrollment
increased in Georgia HBCU due to consolidation with a PWI. Therefore, their recruiting
practices, such as the number of high school visits per year, may mimic other PWIs in the
University System to continue enrollment increases.
Normative isomorphism occurs when increased professionalization transpires; as
educational networks grow, increased communication among institutions occurs (De Prá
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Carvalho et al., 2017). Normative isomorphism may be pressure or expectation to
conform to standards of professional organizations such as the American Association of
Collegiate Registrars and Admission Officers (AACRAO), Southern Association of
Collegiate Registrars and Admissions Officers (SACRAO), and the state level
Association of Collegiate Registrars (GACRAO). Networking allows institutions to share
their best-recruiting practices encouraging a homogenization of institutional processes. In
this study, a Southeast HBCU opportunity to network with other PWIs under the
University System may create pressure to conform with other institution’s recruitment
practices, if they are determined to be best practices.
Historical Overview of the Development of Historically Black Colleges and Universities
Historically Black Colleges and Universities are higher educational
establishments created before 1964, with a primary goal of educating Black American
students (NCES, 2019). A historical overview helps understand why HBCU were created
and their challenges before and after their creation. Throughout legal segregation, prior to
the Civil War, HBCU’s championed the cause of equal educational opportunities
(Bracey, 2017). Before the Civil War, Black students were refused admission to
institutions by legal segregation and isolated from the standard United States higher
education institutions (Bracey, 2017). According to Bracey (2017), Black students began
to access higher education after the Civil War. Blacks’ enrollment rates grew steadily;
Black enrollment rates increased from 10 percent in 1870 to 34 percent in 1880.
Many judicial cases brought equal education opportunities and legal segregation
to the forefront such as the United States v. Fordice, (1992).

19

"After 17 years of litigation, Mississippi's public university system
remained racially divided. The state had operated legally segregated universities
but had adopted race-neutral policies to dismantle the segregated system. All
students could choose which school to attend, though the choices produced nearly
all White and all Black institutions of higher learning. The Mississippi
desegregation case was decided together with that of Ayers v. Fordice.
Pre-Civil War
According to Bracey (2017), HBCUs were developed considering the pledge of
inclusive freedom for African Americans at the end of the American Civil War, which
was not obtained. In two centuries of slavery, African Americans were commonly refused
any caliber of education. In 1739, slaves that resided in South Carolina staged a rapidly
and viciously suppressed revolt, known as the Stono Rebellion, but it had a dire impact
on the educational future of African Americans. The revolt proved to White colonizers,
who were in the minority, the instability of their situations in the colonies and led to laws
intended to increase control over slaves and decrease dissatisfaction among slaves,
leading to a future uprising. After the Stono Rebellion, slave owners no longer had a right
to free slaves; and many states endorsed legislation that proposed it unlawful to educate a
slave to write (Bracey, 2017). The legislature passed a law known as the Negro Act of
1740 to uphold slave owners’ rights, which stated that slaves could no longer have access
to personal civil rights such as freedom of education, growing foods, movement,
assembly, and work (Salem, 2017).
On August 2, 1831, a Southampton County, Virginia slave Nat Turner, guided a
rebellion against African Americans’ mistreatment. The resistance only lasted a few days;
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however, over 60 men, women, and children, mostly White Americans, were killed. Laws
that hindered African American educational opportunities were strengthened after Nat
Turner’s Revolt (also known as the Southampton Insurrection) of 1831 (Bracey, 2017).
The aftermath of the Nat Turner rebellion resulted in widespread illiteracy among slaves.
According to Southern lawmakers, education polluted Black people’s minds and
provided increased thoughts of freedom and rebellious ideas (Lawson, 2018). Because
Nat Turner was an educated slave, many viewed his education as the cause of his
decision to rebel; therefore, they believed education needed to be restricted from all
slaves (Lawson, 2018). “The reality is we were not allowed to read, Laffly (2016). If you
take four generations of a people and take away education and take away culture, then
400 years later they are at the bottom of the educational spectrum you have to ask
yourself whether there is a connection” (Laffly, 2016, pg. 22).
Post-Civil War
The South established most HBCUs after the Civil War (Cairns, 2019). According
to Bracey (2017), HBCUs have transformed from higher learning institutions, from
focusing on teaching religious education and serving the Black community to colleges
and universities that provide specialized areas of study in undergraduate and graduate
degrees that benefit all races worldwide. Although the foundations were established and
101 HBCUs were open across the United States in 2020, the obstacles, biased legislation,
and bloodshed that had to occur to achieve HBCUs' success are disheartening (Bracey,
2017). The 1739 Stono Rebellion, Nat Turner's Revolt, and the American Civil War were
a few of the many tragedies that African Americans experienced during the establishment
HBCUs. Equal access to higher education has been a series of legal challenges for
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African Americans. African Americans had to overcome legal segregation within
education to create a place and a purpose to educate Black Americans; because of this
rich history within HBCUs, these institutions warrant protection and preservation
(Bracey, 2017).
After the American Civil War and the Reconstruction era 1865-1877, African
Americans were allowed to obtain an education (Gasman, 2014). In 1867, White
American General Oliver O. Howard founded Howard University in Washington, D.C
(Gasman, 2014). General Howard’s two daughters attended along with three other White
males. However, this was underreported as the intermixing of races during this period
was unmentionable (Gasman, 2014). In the late 1800s, early HBCUs were founded by exslaves and were often affiliated with Black churches with a Christian denomination
(Bracey, 2017).
Although most students at HBCU’s beginning years were Black, international
students attended from countries such as Europe and China as students (Gasman, 2014).
HBCU presidents frequently desired to expose Black students to philosophies and
different people (Gasman, 2014). For example, at Fisk University, founded in 1866 in
Nashville, Tennessee, the president developed international programs with French,
English, and Spanish institutions and institutions in the Caribbean to expand campus
diversity (Gasman, 2014).
Many HBCUs founded in the 19th century, such as Shaw University (1865),
Xavier University (1831), Florida A&M University (1887), Cheyney State University
(1837), Bowie State University (1865), and Tuskegee University (1881), played pivotal
roles in the Civil Rights Movement (Gasman, 2014). Fisk students also fought against a
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variety of segregation laws, fought for the integration of movie theaters and the removal
of “colored” and “White” drinking fountains, and inspired each other to fight for civil
rights against racial discrimination (Gasman, 2014). The 1954 U.S. Supreme Court case,
Brown v. Board of Education, outlawed racial segregation in schools (Woodhouse, 2015).
This ruling allowed Black students to begin attending White institutions; however, this
would change the face of HBCUs. Because of this ruling, many Black students left
HBCUs and began attending Predominantly White Institutions, increasing enrollment at
PWIs while decreasing enrollment at HBCUs (Woodhouse, 2015).
After segregation was eliminated in 1954 but preceding the broad racial blending
at many higher learning institutions, the United Negro College Fund (UNCF) established
an economic opportunity for the HBCUs (Bowman & Gasman, 2014). The United Negro
College Fund charitable organization funds Black students and private Historically Black
Colleges and Universities through scholarships (Levitan, 2019). The UNCF was much
needed to see continual success and improvement with the first 37 HBCUs established
across the United States. According to Levitan (2019), the UNCF has raised over $4.8
billion since its launch and has helped more than half a million students earn college
degrees at UNCF-member HBCUs. The UNCF’s philanthropy has provided the
institutions a solid foundation that has supported HBCUs’ legacy (Levitan, 2019).
State of Historically Black Colleges and Universities
HBCUs, historic establishments, signify more than higher education academic
environments for Black students (Schexnider, 2017). These institutions survived
financially from White philanthropists’ contributions and support and were able to thrive
during the most segregated time in the United States (Schexnider, 2017). Although these
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institutions served an essential role in the Civil Rights Movement, their ability to
maintain and increase enrollment and survival is uncertain (Schexnider, 2017). As stated
by the National Center for Education Statistics (NCES), 101 HBCUs were in the United
States; 50 were private non-profit institutions, and 51 were public institutions.
Enrollment Data
NCES statistics show that student enrollment increased 47% (223,000 to 327,000)
between 1976 and 2010, then decreased 11%, to 292,000 students, between 2010 and
2018 (NCES, 2019). Gasman’s research found that minority students who attend PWIs
are at a higher risk of dropping out of college than their White counterparts (Gasman,
2013).
While HBCUs initially were created to educate Black students, this changed over
the past two decades, and HBCUs are more diverse. Non-Black students make up 24% of
the enrollment at HBCUs (NCES, 2019). Although HBCU enrollment overall has
decreased from 2000-2018, it decreased slower than overall enrollment at all institutions
(NCES, 2019). As with non-Blacks attending HBCUs, desegregation and diversity
initiatives at PWIs is one of the factors that has contributed to decreased enrollment of
Black students at HBCUs (Anderson, 2017). Also, federal government funding, such as
the Pell Grant, resulted in more college options for Black students (Anderson, 2017).
Black student enrollment at HBCUs improved by 17% between 1976 and 2010.
However, Black students began enrolling more at PWIs, and these results caused
HBCUs’ percentages of enrolled Black students to fall from 18% in 1976 to 9% in 2010
(NCES, 2019). Although Saint Phillips College, the largest HBCU, had an overall
enrollment of 11,590 as of Fall 2017, most HBCUs tend to be relatively small, with 57 of

24

the 101 HBCU’s enrollment at 2,500 or less as compared to 1,579 of the 4,482 PWIs with
enrollment of 2,500 or less (NCES, 2019).
Cheyney University faced dwindling enrollments and a crumbling campus due to
lack of funding (Woodhouse, 2015). Cheyney’s enrollment in the fall semester 2000 was
1,600; however, in 2017, fall enrollment was at 711 (Bell, 2017). The Delaware County
HBCU was almost $10 million short of keeping its doors open for the remainder of the
2019 academic year (Murphy, 2019). Cheyney was back in compliance with the
accreditor's standards concerning planning, financial resources, and institutional
improvement, eliminating the HBCU’s debt to the Pennsylvania State System of Higher
Education and the Chancellor's Office (Fredman, 2019). Cheyney accumulated funding
from alumni and philanthropists to close a $4.4 million budget deficiency, which would
relieve the university's debt to the state system (Fredman, 2019).
In South Carolina, Denmark Technical College was the only two-year HBCU in
the state was in danger of closing due to sharp enrollment drops (Smith, 2018). Due to a
lack of financial stability and neglected facilities, Denmark Tech College enrollment
collapsed from more than 1,670 students in 2014 to only 523 students in 2017 (Smith,
2018). The future of Historically Black Colleges and Universities' is uncertain due to
decreasing enrollment numbers (White, 2015). PWIs are overshadowing HBCUs in
enrollment (White, 2015). Research is needed to identify successful HBCU recruitment
strategies to help institutions maintain or increase enrollment through non-Black students'
recruitment (White, 2015).
Interestingly, graduate enrollment at HBCUs has grown by nearly 37% since
2010, although the number and types of programs have remained stable during this period
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(Nelson, 2016). Seemingly, the decline in enrollment is primarily due to declining
undergraduate enrollment (Nelson, 2016).
Graduation Data
Enrollment influences graduation data; it determines whether the university will
have a high or low graduation rate (Wyllie, 2018). The institution’s enrollment and
retention rates can be used to project the institution’s graduation rate. Graduation rates
measure the quality of education, which may help recruit students (Wyllie, 2018).
Enrollment and graduation rates also impact the financial stability of the university
(Wyllie, 2018).
Although more significant than the nation's overall average for Black students at
PWIs, no HBCU graduation rates were above 70%. With both graduation rates and
enrollment applications declining at HBCUs, the future continues to be uncertain for
these institutions (Lewis, 2015). In 2017, the average graduation rates at a four-year
institution were 35% (NCES, 2019). Spelman, a prestigious HBCU, had the highest at
79%, then Howard, with 64% (Lewis, 2015). In comparison, Yale, Swarthmore,
Princeton, Harvard, and Amherst college all had graduation rates over 90% (Gasman,
2014). At least half the national HBCUs graduation rates were below 34% (Lewis, 2015).
See Table 2 below, which displays the highest graduation rates for the top 10 HBCUs and
PWIs in the United States.
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Table 2
Graduation Rates for the Top 10 HBCUs and PWIs in the United States
Historically Black Colleges
and Universities

Graduation
Rates, 2014
Cohorts

Predominantly White
Institutions

Graduation
Rates, 2014
Cohorts

Spelman College

79%

Washington and Lee
University

92%

Howard University

64%

United States Naval
Academy

91%

Morehouse College

59%

University of Notre Dame

91%

Hampton University

56%

Davidson College

90%

Claflin University

44%

Williams College

90%

Clark Atlanta University

43%

Babson College

89%

Jackson State University

43%

Georgetown University

89%

North Carolina Central
University

43%

Pomona College

89%

Tuskegee University

43%

University of Chicago

89%

Albany State University

42%

University of Virginia

89%

While HBCUs struggle to survive, many reported that their graduates are doing
well economically and with more contributions to their alma maters, the institutions
could sustain financially (White, 2015). White (2015) examined post-graduation
outcomes of a broad sampling of graduates to determine how they measured their wellbeing on finances. Graduates of HBCUs ranked their well-being higher economically
than their Black peers who graduated at PWIs (White, 2015). Conversely, Bowman &
Gasman (2014) report that 89% of HBCU alumni do not donate financially to their alma
mater after graduation.
The U.S. Department of Education reported that Howard University had severe
financial challenges in its compliance investigation for the 2015 through 2017 award
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years and May 2018 program analysis. Among those findings was a lack of inside
controls and negligence to make certain students eligible who should not have received
Title IV funds, according to their Free Application for Federal Student Aid (FAFSA)
(Kreighbaum, 2018).
Although HBCUs offer degrees ranging from the associate to doctoral levels,
many Black students elect Predominantly White Institutions for their higher education
experience (Brown & Burnett, 2014). If Black postsecondary students are given a choice
to decide between an HBCU that is financially struggling and a prestigious PWI that is
financially affluent enough to prepare them academically, many will select the latter
(Lewis, 2015). African Americans such as former President Barack Obama, Eric Holder,
Loretta Lynch, and Shonda Rhimes all attended PWIs; this may provide a false narrative
to Black youths that attending an HBCU is not as significant as it once was (Lewis,
2015).
Regardless of the gloomy outlook on enrollment and decreased graduation rates,
HBCUs still graduate many of the nation's foremost Black professionals (Lewis, 2015).
Nearly 70% of degrees earned by Black American doctors, 35% of Black American
lawyers, 22% of Black American teachers and engineers received their degrees at
HBCUs; these successes demonstrate the need to support these historical institutions to
continue their legacy (Lewis, 2015).
HBCUs still account for many college degrees earned by Black students
(Anderson, 2017). In 2015, HBCUs were responsible for approximately 27,000 of all
bachelor degrees awarded to Black students (Anderson, 2017). According to the National
Center for Education Statistics (2018), 48,300 degrees were awarded by HBCUs. Of the
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degrees conferred by HBCUs, associate's degrees accounted for 11%, 16% were master’s
degrees, and 5% were doctoral degrees. Of degrees awarded by HBCUs, the most (74%)
were conferred to Black students. Black students received 43% of the 5,500 associate's
degrees, 81% of the 32,600 bachelor's degrees, 71% of the 7,700 master's degrees, and
62% of the 2,500 doctorate's degrees awarded by HBCUs in 2017–18 (NCES, 2020).
HBCUs are graduating their students with degrees in areas of high employment
professional arenas and career occupations (Brown, 2014).
Despite HBCUs only embodying 3.3% of the nation's institutions, they are
responsible for the graduation of 50% of Black educators and 22% of Black scientists and
engineers; 28% of all Black engineers receiving doctoral degrees (Brown & Burnette,
2014). Eight of the top 50 national institutions graduating Black doctoral candidates are
HBCUs (Brown & Burnette, 2014). HBCUs have become vital in establishing the Black
communities' social, economic, and political power and substantially influence the
nation's achievements in professions and businesses (Brown & Burnette, 2014). While
financial uncertainty has occurred for HBCUs after the Fordice (1992) mandate to
deconstruct the double systems of academics in prior segregated states, numerous
distinguished individuals specify this trial should present itself in HBCUs' financial
development (Gasman, 2013). Scholars conceived that HBCUs are highly vulnerable to
economic downturns because of the scope and the nature of their goals.
Financial Challenges
Many HBCUs are on the verge of closing their doors or merging with other
institutions. Since 1986, the accreditation of five private HBCUs’ (Saint Paul’s College,
Mary Holmes College, Knoxville College, Bishop College, and Morristown College) was
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removed by the Southern Association of Colleges and Schools Commission Colleges as a
result of financial struggles. St. Paul’s was the only institution to regain their
accreditation status (Smith, 2018). Government endowments are dwindling due to low
enrollment and graduation rates (Gasman, 2014). This section will address endowment
gifts from alumni and corporations, grants, federal and state funding for HBCUs and
PWIs.
The larger a school's endowment, the more the institution can spend on enticing
qualified students, regardless of the student's need base, and providing its students with
the academic services they need to succeed (Smith, 2017). Endowment gifts to PWIs
compared to HBCUs are significantly higher, and HBCUs receive less philanthropic gifts
from non-alumni than PWIs (Smith, 2017). Women's HBCU, Spelman College, received
only $2.52 million in gifts in 2016, while a women's PWI, Smith College, raised $36.3
million in gifts (Smith, 2017). In 1992, Readers Digest founder DeWitt Wallace provided
Spelman the largest donation of $37 million from a non-alumnus (Scutari, 2018). These
significant gifts are rare for HBCUs; however, if more non-alumni donated to HBCUs,
they would have a fighting chance to continue their legacy (Scutari, 2018).
The impact of the endowment differences between HBCUs and PWIs is profound
(Smith, 2017). Princeton University, a prestigious PWI in the United States, has accrued
an outstanding endowment of $36.4 billion (Banks, 2018). While Howard University,
considered a prestigious HBCU, accrued the largest endowment of any HBCU at $587
million, this constitutes a small portion of that received by some of their private PWI
counterparts (Banks, 2018). HBCUs’ endowments are about 70% lower than those at
other comparable PWIs. If HBCUs continue struggling with low enrollment and
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declining federal funding, the existence of many historically Black institutions will be
threatened (Elliott & Kellison, 2019).
HBCUs have long faced disadvantages in raising funds through donors, and they
are struggling to increase endowments even as already rich schools are getting richer
(Smith, 2017). HBCUs' leaders face significant obstacles in obtaining private funding to
support their institutions' initiatives (White, 2015). There are over 90 institutions with
endowments of more than $1 billion in the United States, and none are HBCUs (Smith,
2017). The wealthiest of HBCUs, Howard University, ranks 160 on the list and has an
endowment of $578 million, which is 2% of that for top-ranking Harvard university,
which has an endowment of $35.7 billion (Smith, 2017).

Figure 3. Endowments funds at Predominately White Institutions
The more successful Black American graduates of HBCUs become, the more they
give back; unfortunately, non-alumni wealthy philanthropists donate a more substantial
portion of earnings to PWIs. Universities depend on alumni donations to offset
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technology and facilities maintenance costs (Braswell, 2015). Between 2009 and 2010,
alumni donation percentages were typically low at most HBCUs (Robinson, 2015). For
example, Tennessee State University has 3%, Grambling State University has only 1%,
and the University of the District of Columbia has 0.1% alumni donating (Robinson,
2015). Donations from alumni of PWIs increased by more than 10% in 2015 than the
previous year (Powell, 2016). The average alumni giving rate for HBCUs was drearily
low, only 11.2% (Friedman, 2017).
There are several reasons for the lack of HBCU alumni support: many HBCUs
have insignificant philanthropic organizations and lack assets and personnel, several
HBCU alumni suggest they were not contacted to donate, Blacks do not have as much
acquired capital in the nation as other ethnic groups, and several HBCU alumni assume
their state provides financial support for their alma maters (Gasman, 2014). Giving back
by HBCU alumni is essential to their alma mater's growth. “For those alumni who are
asked but do not give, the main reason is that they had a negative experience with
financial aid, the bursar or the registrar office (Gasman, 2014) pg. 2)”. These experiences
suggest why alumni philanthropic rates low, only at 9% to 11% for private institutions
and 5% to 7% for public institutions. Alumni at HBCUs do support when requested;
however, they must be taught how to give and partake in philanthropy activities. Many
African Americans prefer to give to causes that affect them personally (such as the
American Diabetes Association), receive an acknowledgment, and understand how their
donations are distributed. (Gasman, 2014).
HBCUs need additional funding to continue the success and legacy of these
institutions (Gasman, 2014). Lack of infrastructure in the grant writing and grant
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management area has caused HBCUs to struggle to obtain private and public grants
(Gasman, 2014). Even when there are earmarks for these institutions, HBCUs often do
not apply for federal grants due to short staffing in the grants area (Gasman, 2014).
The 2007 Great Recession struck African American families incredibly hard, and
to compound things, Congress mandated cuts under sequestration resulting in reductions
in Howard University federal appropriation (Davis, 2016b). Policy shifts under the
Obama administration also hurt a loan program created to assist students with college
tuition (Lewis, 2015). In 2008, Howard University dispensed $42 million in need-based
aid; in 2015, it was $110 million — half of its $221 million appropriations (Davis,
2016b). The Obama administration readjusted the policy after an uproar, but Howard
University’s enrollment declined drastically (Davis, 2016b). Howard University, which
produced legends such as Thurgood Marshall and Toni Morrison, who helped shape the
20th century, after being consumed in a financial calamity (Davis, 2016b). The Howard
University financial officer stated, “Our direction in terms of our enrollment and financial
aid strategy is not to spread aid so sparingly that we have many students who are getting
some assistance but not enough to continue through graduation” (Davis, 2016b, pg. 47).
Reducing or eliminating federal funding programs can be catastrophic for HBCU
institutions (Gasman, 2014). Presently 70% of HBCU students depend heavily on federal
lending and work-study jobs to fund their education (Lewis, 2015). As reported in the
2017 government budget submission, besides highly reducing federal work-study jobs,
the Trump administration eliminated Supplemental Educational Opportunity Grants
(SEOG), a grant that provided needed aid to 1.6 million low-income undergraduates
yearly (Bendix, 2017). In 2019, SEOG funding decreased by $865 million, and decreased
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the Federal Work-Study Program from $630 million to $500 million (Anguiano et al.,
2020).
In 2015, federal education disbursement was sliced 13.5% yet claimed to
“maintain” minority-serving institutions and HBCUs at $492 million, paired with the
previous presidential administration (White, 2015). However, the presidential
administration attached discretionary spending to that amount, and the New America
Foundation (2015) estimates in 2014 the total was at $577 million, which is 15% higher
than $492 million (White, 2015). This news was disheartening to HBCU presidents,
specifically those who met with the Trump administration in hopes of securing additional
funding (Bendix, 2017). Dillard University president stated, “The case that we have been
trying to make is that we already do not have enough resources to do the work that needs
to be done” (Kimbrough, as cited in White, 2015).
In December 2019, President Donald Trump signed a bipartisan bill that will
permanently provide $250 million a year to the nation’s HBCUs, along with 12 other
minority-serving institutions (Binkley, 2019). The bill reestablished $255 million in
annual funding that lapsed on September 30, 2019, after Congress failed to renew it
(Binkley, 2019). Facing a reduction to the budget, some institutions started planning for
deep cuts, with some telling faculty their employment or degree programs would be
terminated (Binkley, 2019).
United States V. Fordice (1992) addressed the distinction in states’ capital
disbursement amongst public four-year HBCUs and their PWI counterparts (Brown &
Burnette, 2014). After eighteen years, after the Supreme Court provided the Fordice
(1992) mandate to deconstruct the dual systems of academics in formerly segregated
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areas, many presidents and faculty at HBCUs attest to little institutional change within
states’ capital funds granting practices (Brown & Burnette, 2014). After the Supreme
Court reviewed distributions of funds amongst public HBCUs post-Fordice, research
within the U.S. Department of Education, NCES, and U.S. News and World Reports
reported the cost of attendance, educational fulfillment, and experiential contentment
amongst African American students (Berger & Milem, 2000;
Outcalt & Skewes-Cox, 2002). Research findings indicated that HBCUs provide
beneficial educational environments than at PWIs in assisting Black students in
developing increased levels of self-confidence after four years of college (Berger &
Milem, 2000). Black students at HBCUs tended to be more satisfied with the sense of
community, student-to-student interaction, and the availability of leadership opportunities
than their counterparts at comparable PWIs (Outcalt & Skewes-Cox, 2002, p. 342).
However, there is still a deficiency in exploratory research on states’ budgetary
investment variations, particularly in HBCUs’ physical plans and significant
infrastructure advancements with their PWI counterparts (Brown & Burnette, 2014).
With low endowments compared to PWIs, HBCUs struggles to compete. The
elimination of state, federal, and grant funding has caused 18 institutions to close their
doors. Low funding and the inability to stay financially stable decrease enrollment at
HBCUs, as PWI counterparts are more enticing to students due to financial stability.
Financial Stability
HBCUs gain financial relief from gift giving, as donations are given to help
sustain these institutions. HBCUs does find stability with gifts from donors to help
sustain them financially. Donations are giving for specific programs, scholarship, or just
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to help maintain these institutions’ financially. The Kresge Foundation donated a
significant grant to HBCU fundraisers, altering the scene of numerous establishments it
supports (Gasman, 2014). A school with 1,900 students, South Carolina's Claflin
University is an excellent illustration of what investing in an organization can achieve
(Gasman, 2014). Having outside investors of United Negro College Fund and the Kresge
Foundation, Claflin's fundraising staff rose from 12 to 22 individuals (Gasman, 2014).
According to Gasman (2014), the HBCU's alumni charitable profits increased
35% to 45%, raising $63 million of its $94 million capital campaign. Claflin raised its
national profile, standing as the best small liberal arts college in the South and gaining a
position amongst the top 10 HBCUs, reported by the U.S. News and World Report
(Gasman, 2014). Claflin University is ranked number nine as Best Regional College
South, number three Best College for Veterans, and ties at number seven for Best
Undergraduate Teaching College as reported by the U.S. News and World Report (2020).
Building a more vital alumni philanthropic culture, giving more substantial endowments,
technology, and staffing in the fundraising area would help HBCUs across the board,
especially in the areas of enrollment, retention, and future fundraising (Gasman, 2014).
HBCUs receive fewer gifts, however generous donations are on the rise (Scutari,
2018). A generous donation was received from co-founder Reed Hasting and chief
executive of the popular video-streaming service Netflix (Mangan, 2020). He donated
$120 million towards Morehouse College, Spelman College, and the United Negro
College Fund, which will provide full scholarships to a minimum of 200 students at each
college (Mangan, 2020). Spelman received $30 million from Stryker Corp, a medical
technologies firm (Mangan, 2020). Additionally, The Office of Minority Health (OMH)
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and the U.S. Department of Health and Human Services (HHS) awarded Morehouse
School of Medicine with a $40 million initiative to fight COVID-19 (Mangan, 2020). The
HHS and OMH three-year project will help serve racial and ethnic minority, rural, and
socially vulnerable communities (Mangan, 2020). These types of gifts and initiatives will
serve HBCUs well and help them continue to thrive financially and increase enrollment
(Mangan, 2020).
African Americans donate to charity more than any other ethnic category as 60%
of their donation is often given to their church, while a fair amount is given to education
and youth programs (Gasman, 2014). Bowman and Gasman (2014) list a variety of ways
institutions can promote fundraising to alumni. For example, they can provide institution
success stories, personal interaction, engaging alumni within a religious or spiritual
association, spreading the idea of raising funds through those who give back to schools,
organizations, and close friends.
Raising money for HBCUs is incredibly important, given the reduction in public
funding (White, 2015). Initially, public colleges and universities did not comprehend the
need to compete with private entities because most public funds were routinely
distributed to the public education sector by state and federal governments (White, 2015).
In the last two decades, the public funds changed radically, resulting in public institutions
welcoming private establishments' such as personal bank loans to higher education
(Gasman, 2014). Public and private institutions actively encourage fundraising due to
decreased state funding allocations (White, 2015).
Fundraising is an essential element for the longstanding sustainability of HBCUs
(Gasman, 2014). Bowman and Gasman (2014) state that institutions with significant
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funding and high alumni giving programs are less likely to have financial challenges and
retention issues. Gasman (2014) identifies the following actions HBCUs can take to
strengthen their fundraising operations:
● “Promote Black fundraisers by introducing fundraising as a career to
students with interest in the future of HBCUs. Employ more African
American fundraisers and fundraisers who understand the HBCU
environment and African American alumni’s needs.
● Teach students about philanthropy and giving back to their institution,
starting at new student orientation. Unless students and alumni understand
their role in sustaining the institution, they will not comprehend the
importance of giving back financially.
● Form partnerships with community organizations, other HBCUs, other
minority-serving institutions, and majority institutions. Corporations,
foundations, and other funders value partnerships because they bring
together common strengths and create creative and innovative thinking
opportunities.
● Study the changing agendas of public and private funders and make
connections to these agendas. Long gone are the days of HBCUs getting
funding based on their admirable historical legacies”.
With millions of dollars of gift giving, many of the HBCUs can maintain their
institution financially. Philanthropy from foundations such as the New America, Kresge,
UNCF, and others, philanthropy has enabled many HBCU to remain competitive,
incorporate new programs, and increase enrollment. Many HBCUs are gaining
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knowledge on fundraising and challenging more alumni to give back to sustain the legacy
of their alma mater.
HBCU Mission
According to the Higher Education Act of 1965, HBCUs’ sole goal was to educate
Black American students (Office of Education, 1965). HBCUs originated between 18371900; the majority were founded in 1867, four years after the Emancipation
Proclamation, which freed all slaves (Williams, 2020). Since their origination, HBCUs
have continued to serve Black students’ core constituencies, with nearly 2 in 5 students at
HBCUs who are identified as first-generation college students (NCES, 2019).
Historically, HBCUs originated to educate Black students only; however, they were not
exclusively the only race attended (Williams, 2020). The majority of the mission
statements of HBCUs’ continue to use the phrase “education for Black/African” or
include “historically Black” in their statement; however, many have added the word
“diverse” to their mission (Andrade & Lundberg, 2016). The mission statement of
Howard University states, “Howard University, a culturally diverse, comprehensive,
research-intensive and historically Black private university, provides an educational
experience of exceptional quality at the undergraduate, graduate, and professional levels
to students of high academic standing and potential, with particular emphasis upon
educational opportunities for Black students” (“Mission and Core Values,” 2020).
Adding words that identify diversity within the mission statement demonstrates a desire
for non-Black students to attend the HBCU while enrolling Black students (Andrade &
Lundberg 2016).

39

Many HBCUs embrace a diverse campus, not only for cultural change but to
increase student enrollment (Andrade & Lundberg 2016). In Northwest Houston, Prairie
View A&M University is a historically Black university (Oguntoyinbo, 2015). The
Latino student enrollment makes up more than 5% of the university student population
(Oguntoyinbo, 2015). Between 2010 and 2015, the university targeted enrollment
markets with massive Latino populations by employing a full-time Latino recruiter to
help attract Latino prospects (Oguntoyinbo, 2015).
Paul Quinn College, a private HBCU in Dallas, Texas, has a Latino student body
that makes up 12% of the student population. The growth is attributed to the large Latino
population, academic offerings, and lower tuition rates (Oguntoyinbo, 2015). However,
the college has received pushback from alumni who feared that the institution's heritage
might be eroded by the influx of Latino students. The increased recruitment of Latino
students at HBCUs necessitates further investigation into their matriculation experiences.
Alumni and students argue that they will lose the HBCU mission and traditions.
However, other alumni and students celebrate and embrace the differences that enrich the
environment and the overall HBCU culture (Oguntoyinbo, 2015).
HBCU Consolidation
In addition to diversifying HBCUs, consolidating HBCUs with PWIs to sustain
their survival has been considered by many state legislatures (Williams, 2018). According
to Stuart (1977), the consolidation of Tennessee State University (TSU), an HBCU, and
the University of Tennessee at Nashville (UT-Nashville), a PWI, is one example. In 1950,
UT-Nashville opened as a night school branch of the University of Tennessee, and the
school moved into its new facility in 1970. It advanced to a degree-granting institution in
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1972. UT-Nashville had an enrollment of 5,600 students; 20% were Black students.
Tennessee State University opened in 1912 as an HBCU and attained degree-granting
status in 1922. In 1922, TSU had an enrollment of 5,000 students; more than 90% were
Black.
TSU and UT consolidated in 1979 due to a court mandate, a "radical remedy" by
Judge Frank Gray, who ordered that the UT Nashville campus merges with TSU by 1980.
Judge Gray's decision set a precedent. It was the first decision in which a federal court held
that establishing a state college facility, overseen by White administrators and faculty
members, thwarted the progress and desegregation of an existing college, with the existing
college dominated by Black administrators and faculty members. Consequently, the judge
decided the two institutions must merge with TSU's senior institution, surviving (Stuart,
1977).
TSU had a fall 2018 enrollment of 7,774 students, 58.8% Black, and 29.2% nonBlack (NCES, 2020). Judge Gray's order represented an approach taken by the courts in
desegregating elementary and secondary schools, in which Black schools were usually
abolished (Stuart, 1977). The judge requested several reports regarding both institutions'
integration since the suit was filed, he found that TSU was making more advancement in
employing White administrators and faculty members, while UT-Nashville was succeeding
more with student enrollment growth (Stuart, 1977). The consolidation ensured both
institutions integrated on all three levels; enrollment growth, administrators, and faculty
members (Stuart, 1977).
In 2017, Albany State University (ASU), an HBCU in Albany, Georgia, merged
with Darton College, a PWI in Darton, Georgia (Gosa, 2016). The consolidation was to
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improve operational efficiency due to decreased enrollment at ASU (Gosa, 2016). The
consolidated institutions formed “The New Albany State University.”
Darton State College, formerly Albany Junior College, was established in 1963
(Gosa, 2016). In 1987 the Board of Regents of the USG removed junior status from all
junior college names. Thus, the institution became Darton State College transitioning
from two years into a four-year college (Burton, 2013). The enrollment at Darton State
College increased from 620 students in 1966 to 6,097 students in 2011 (Gosa, 2016).
Darton’s fall 2016 enrollment was 4,120 (“Research and Policy,” 2020).
Albany State University (ASU), formerly Albany State College, was founded by
Joseph Winthrop in 1903, a native of South Carolina. ASU started offering two-year
post-secondary degrees in 1917. ASU remained relatively small but increased gradually
in enrollment (Williams, 2018). According to the University System of Georgia
Enrollment report, ASU had only 419 students in 1952 but increased to 3,041 by 2016
(“Research and Policy,” 2020). Albany State University’s enrollment decreased by 25%
between 2010-2015; Darton’s enrollment decreased by 14% enrollment between 20102015 (“Research and Policy,” 2020).
The ASU and Darton College consolidation was the seventh consolidation in
Georgia; however, it was the first in the state to combine an HBCU with a PWI
(Williams, 2018). After the consolidation’s approval, the state’s Board of Regents
approved ASU’s new mission statement (Davis, 2016a). The new mission statement did
not acknowledge the HBCU status (Davis, 2016a).
The ASU mission statement before consolidation:
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“Albany State University, a historically Black institution in Southwest Georgia,
has been a catalyst for change in the region from its inception as the Albany Bible
and Manual Training Institute to its designation as a university. Founded in 1903
to educate African American youth, the University proudly continues to fulfill its
historic mission while also serving the educational needs of an increasingly
diverse student population.” (Davis, 2016a, para.7)
The ASU mission statement after consolidation:
“ASU respects and builds on the historical roots of its institutional predecessors
with its commitment to access and a strong liberal arts heritage that respects
diversity in all its forms and gives all students the foundation they need to
succeed” (Davis, 2016a, para.6).
According to Davis (2016a), the university received backlash from students and
alumni. During the president's presentation, hundreds of ASU students walked out and
objected to the university's new mission statement. Many complained the university's
new mission statement does not include the original term "historically Black," thereby
failing to acknowledge its original and historical purpose (Davis, 2016a). Many protested
on social media, stating, "keep the HBCU in ASU." The protest did not impact the new
mission statement; it remained the same (Davis, 2016a). However, ASU is still
considered an HBCU (Research & Policy, 2020). US News and World Reports (2018)
ranked ASU as the number one public HBCU in Georgia and the 14th in the nation.
Despite the initial effort and optimism to increase enrollment by merging, the
consolidation has other alarming consequences (Gosha, 2016).
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ASU’s enrollment in fall 2016 was 7,161; three years later, in 2019, the
enrollment was 6,122, a 24% decrease (Davis, 2015). Although the overall enrollment
decreased, the non-Black student population increased. In 2015, before the consolidation,
ASU had a 7.9% non-Black student population; however, as of fall 2019, the non-Black
student population was 18.8% (Davis, 2015; NCES, 2020). Although many students and
alumni feared losing the history of the HBCU, many realize that times have changed, and
diversity is necessary in higher education (Davis, 2015).
HBCU Partnerships
Higher education has focused on expanding diversity; well-organized HBCU-PWI
partnerships can provide many positive benefits and outcomes for each institution (Allen
& Esters, 2018). HBCU and PWI partnerships were seen as solutions to sustain HBCUs'
enrollment and enhance PWIs' success to graduating Black students. The Education Trust
report in US News and World Report (2017) determined that PWIs demonstrated
inconsistency in their ability to provide an environment where Black students perceived
well-being. However, graduation rates increased at a PWI when Black students were
provided with an environment comparable to an HBCU (Allen & Esters 2018).
Consolidations are not the only options institutions consider to increase
enrollment; partnerships between HBCUs and PWIs are also possible. A partnership
between an HBCU and PWI incorporated each institutions' significant initiatives,
including increasing minority enrollment or organizational diversity in their
undergraduate and graduate degrees (Price et al., 2017). For example, Florida A&M
University (FAMU) and Albany State University (ASU) are HBCUs that have
collaborated with Auburn University (AU), a PWI. The partnership began when FAMU
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students began applying to the Future Scholars Summer Research Bridge, a master's
degree and a doctorate program at AU. Subsequently, AU faculty and students visited
FAMU to meet faculty and students regarding programs in the College of Education,
School of Pharmacy, and Allied Health. During the visits, research breakout groups of
common interests were developed. The groups reported on research collaborations and
the FAMU/AU graduate program; the Future Scholars Summer Research Bridge was
expanded to all these other areas (Price et al., 2017).
The program expanded to the Albany State University School of Kinesiology.
ASU's School of Kinesiology was launched to develop an effective bridging experience
program and partnership to create minority success in enrolling in the School of
Kinesiology (Price et al., 2017). The collaboration benefited all institutions by the
increased enrollment diversity at all institutions (Price et al., 2017). Additionally, the
partnership increased student recruitment and underrepresented students seeking graduate
opportunities (Price et al., 2017). In 2017, over 90% of the students in the Future
Scholars Summer Research Bridge Program, which includes the College of Education,
Pharmacy School, Allied Health, and FAMUs Development Research Laboratory, were
enrolled in a graduate program at ASU, AU, and FAMU (Price et al., 2017).
Bridge programs generate partnerships between PWIs and HBCUs that present
Black students’ undergraduate and graduate experiences (Allen & Esters, 2018). The
programs would serve multiple goals, such as embracing diversity recruitment at an
HBCU and enhancing graduate school readiness at a PWI. Purdue University College of
Agriculture gives upper-level degree students from an HBCU the chance to tour the
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campus and interact with faculty, administrators, and students to explore research
opportunities (Allen & Esters, 2018).
HBCUs expand Black students' perceptions of feeling supported, with higher
graduation rates for Black students than PWIs (Allen & Esters, 2018). Some PWIs
struggle to provide the necessary support needed for Black students’ success. NCES
(2018) reports 43% as the average graduation rate for Black students at PWIs, while 74%
was HBCU average graduation rates for Black students. However, access to quality
resources at PWIs continues to make these institutions attractive to Black students (Allen
et al., 2018). Collaborations between PWIs and HBCUs that use both institutions' appeal
and strengths can produce quality educational practices, increase enrollment, and
encourage Black students (Allen et al., 2018).
A Gallup-Purdue Index study was performed in 2014 and 2015 (New, 2015), the
study surveyed 55,812 college graduates aged 18 and older who received bachelor's
degrees between 1940 and 2015. The survey consisted of 520 Black graduates of HBCUs
and 1,758 Black graduates of other colleges. Results describe data gathered over two
years. In year one, the study was conducted with a random sample of 29,560 respondents
with a bachelor's degree or higher, aged 18 and older, residing in all 50 U.S. states and
the District of Columbia. In year two, the study was conducted with a random sample of
30,151 respondents with a bachelor's degree or higher, aged 18 and older, residing in all
50 United States and the District of Columbia (New, 2015).
The Gallup-Purdue study survey of external constituencies reported that students
who attended HBCUs are considered better equipped for life outside of college (New,
2015). About half of Black HBCU graduates said their college or university was “the
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ideal school” for them, contrasted to 34% of non-HBCU Black alumni (New, 2015). Only
25% of Black alumni of Predominantly White Institutions agreed. Roughly 55% of Black
HBCU graduates stated “completely agreed” that their HBCU “equipped them well for
life aside from college,” compared to less than 30% of non-HBCU Black graduates. More
than 50% of HBCU graduates identified themselves as “thriving financially,” compared
to 43% of Black graduates from non-HBCUs (New, 2015). Additionally, Black graduates
of HBCUs were more than twice as likely as those who graduated from Predominantly
White Institutions to perceive their college experience as being supported by a professor
(New, 2015).
Data gathered from surveys at Rutgers University, and Purdue University were
analyzed to see if the environment played a role in the graduation rates (Allen et al.,
2018). The two institutions collaborated in the study, and it was concluded that Black
students’ graduation rates were enhanced by 12% at Rutgers and declined by 5% at
Purdue. This study suggests that Black students at comparable PWIs prove that what
schools do to serve black students plays a pivotal role in their achievement. Rutgers
attributed its success to the Paul Robeson Cultural Center, which provides an
environment similar to an HBCU. The Paul Robeson Cultural Center provides mentoring
programs for Black students and cultural events. Schools that make a concerted effort to
provide academic and financial support and create a welcoming environment for African
Americans have tremendous success in helping them earn degrees. (Allen & Esters,
2018).
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Diversity and Inclusion
HBCUs campuses are leading places to embrace diverse populations as they tend
to foster mutual respect for various cultures (Davis, Hilton, &. Outten, 2019). HBCUs
and PWIs continue to grow rich in diversity and inclusion across the nation; educational
leaders must understand the complexities of cultural differences and how these
differences can impact the learning environment as a whole (Davis et al., 2019). Black
students' experience of inclusion and diversity issues at HBCUs is highly different from
Black students' experience of inclusion and diversity issues at PWIs (Shorette & Arroyo
2015). Shorette and Arroyo (2015) discussed different HBCU experience features, such
as the ethnic identity transformation of non-Black students to the distinctive demand of
gay, bisexual, lesbian, and transgender. White students attending HBCUs became a
center of scholarly research in the late part of the 20th century as they assumed a more
notable role within the HBCU student population (Palmer, Arroyo, & Maramba 2018).
The research provided a clear perspective on HBCUs' White student enrollment and why
increasing their enrollment created more diversity and inclusion (Palmer, Arroyo, &
Maramba 2018).
According to Shorette and Arroyo (2015), national media outlets occasionally
focus on White students’ enrollment at HBCUs. The educational benefits associated with
a diverse and inclusive campus include enhanced racial and cultural perception,
heightened open-mindedness to diversity challenges, more significant devotion to
increasing racial understanding, and an awareness of a more understanding campus racial
climate (Price, Williams, R, Wilburn, Williams, P., Wadsworth, Weimar, & Rudisill,
2017).
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Research has predicted that HBCUs will continue to increase diversity in the
student body, both racially and ethnically (Gasman, 2014). Gasman notes that the United
States v. Fordice’s decision indicated that because of public HBCUs’ movement to
increase their student bodies’ racial diversity, non-Black students’ enrollment will
continue to grow (Gasman, 2014). Additionally, research suggested that due to an
increase in Black students electing to attend PWIs, many HBCUs should actively recruit
and sustain a diverse student campus to stay ahead of the competition and become
economically stable (Gasman, 2014). African American students are now in a setting
where they are free to attend all institutions and are actively pursued by HBCUs and
PWIs (Lee, 2015).
Because PWIs are more financially stable than most HBCUs, African American
students are financially enticed with a higher amount of scholarships, more up-to-date
campuses, and more advanced technologies (Lee, 2015). NCES (2018) indicates that
endowments for Predominantly White Institutions were above $40 billion compared to
HBCUs $600 million. The increase in Black students’ enrollment at larger PWI
institutions, for example, Georgia State University, Georgia Southern University, Florida
State University, and similar institutions, should be cautionary for HBCUs (Lee, 2015).
HBCUs compete with more vital institutions than they were historically (Lee, 2015).
Unlike historically PWIs, HBCUs always permitted all qualified students to
attend their institutions; and were nonjudgmental toward who should be educated;
however, innovative recruiting methods must be implemented to help HBCUs survive
(Bracey, 2017). Bluefield State College, a former HBCU in West Virginia, no longer a
majority-Black college, is an example of the impact of the HBCUs' diversity and
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inclusiveness (Bracey, 2017). Bluefield State College's has evolved, in 2017 roughly 90%
of the student population was White, with a White female president (Bracey, 2017). Such
changes or similar racial alternatives were never voluntarily reciprocated by PWIs
(Bracey, 2017). Evidence determines that not only do HBCUs primarily educate African
American students but frequently, they are teaching substantial numbers of AsianAmerican and Latino students as well (Gasman, 2014). Although Black students are more
often attending PWIs than HBCUs, White students are not highly recruited and not
attending HBCUs at the same rate (Gasman & Nguyen, 2015). A small number of White
students were selected to attend HBCUs to gain their perception of these institutions
(Gasman & Nguyen, 2015). The White students were considered because they did not
know HBCUs' culture and assumed HBCUs had substandard establishments (Gasman &
Nguyen, 2015).
Diversity should not just be confined to the student population, but faculty
diversity is also essential to students’ development (Lee, 2015). In the 1800s and early
1900s, almost all HBCU faculty members were White (Gasman & Nguyen, 2015).
Eventually, this changed, offering Black intellectuals a place to instruct, complete
research, and succeed (Gasman & Nguyen, 2015). HBCUs are increasingly hiring diverse
faculty and administrators (Bracey, 2017). Data from the National Center for Education
Statistics (2018) indicate that most faculty residing at 4-year institutions, including PWIs
and HBCUs, were White (80%). Nevertheless, a small percentage of Asian (8%),
Hispanic (5%), African American (7%), and American Indian (1%) faculty members
reside at 4-year institutions.
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According to NCES (2018), the faculty’s racial and ethnic population with U.S.
colleges and universities does not nearly compare with that of the student body. At
HBCUs, 56% of faculty members at HBCUs were African American, 25% were White,
2% were Hispanic, and 10% were Asian. In contrast, in the national proportion of faculty
in 2016, 79% of faculty was White, 6% were African American, 4% were Hispanic, and
9% were Asian or Pacific Islander, as reported by the NCES (2018).
Recruiting
Recruitment represents and promotes an institution’s unique qualities and features
to attract qualified students (Grandillo, 2019). Institutions often offer various majors, oncampus housing, sports, building facilities, and other unique factors to recruit students
(Grandillo, 2019). Practical strategies and practices for recruitment are imperative to the
institution’s success (Grandillo, 2019). With more than 2.5 million students matriculating
to college campuses each year, the roles and responsibilities of admission and enrollment
employees’ have become progressively critical to the institutions and the students
(Grandillo, 2019).
Recruiting approaches have developed dramatically over the past decade
(Grandillo, 2019). College tours, visitation days, and high school visits standard
recruiting practices (Grandillo, 2019). However, advanced recruiting methods such as
social media advertising/news, purchasing prospective student names, and the use of
Customer Relationship Management (CRM) systems, were on the rise (Grandillo, 2019).
Grandillo (2019) suggests, recruiting practices have evolved and progressed over the past
400 years of higher education in America through technological advancement and
strategic marketing plans (Grandillo, 2019). The market is competitive among
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institutions, and with the rise of for-profit colleges, recruiting strategies have become
even more strategic by using technology and advanced marketing procedures (Grandillo,
2019).
From the 1700s to 2000s, admission tasks were conducted by an assortment of
college personnel and were foremost an orientation function, with the absence of any
recruiting (Grandillo, 2019). During the nineteenth century, college presidents performed
dual roles as recruiters and fundraisers (Grandillo, 2019). Between the Civil War and
World War II, America observed an upsurge in the number and variety of colleges from
3,000 to 5,000. Enrollment growth increased, and colleges were created across the United
States. At the same time, institutions received land-grant and state finances for support,
which helped build more local colleges and brought education closer to individuals in the
United States. This translated into enrollment growth and recruitment efforts that
established admissions roles and recruited college students (Grandillo, 2019).
Recruiting Methods
According to Hanover Research (2014), recruitment practices, such as marketing,
allow recruiters to target prospective students at various stages of interest. Marketing,
branding, and technology are used to recruit students for various programs at all
institutions. Research suggests that most universities are very competitors to attract
applicants. Perhaps the most extensive transformation and growth area in higher
education is in online marketing and recruiting strategy (Hanover, 2014).
As reported by the University of Massachusetts Dartmouth, almost 100% of
institutions utilize social media within their marketing and overall recruiting process
(Hanover, 2014). According to Hanover's research (2014), there are many standard/best

52

practices for recruiting within a social media platform, including the use of Facebook,
Twitter, YouTube, and LinkedIn.
Facebook is the most popular social networking platform; recruiting is practiced
online to attract students, with 98% of colleges and universities marketing a Facebook
presence (Grandillo, 2019). Additionally, 84% reported having an academic Twitter
account, 86% reported possessing an academic YouTube presence, 66% reported keeping
a blog, 41% utilized podcasts, and 47% utilized LinkedIn (Grandillo, 2019). Institutions
used blogs and podcasts to spread news regarding campus life, such as campus events
and new programs (Grandillo, 2019). This information gave students a sense of the
institution's campus life before visiting, or a way of increasing student interest in hopes
they will visit or perhaps apply and enroll (Grandillo, 2019).
Recruitment practices and education strategies were progressively focusing on
international students and adult learners who have been out of high school for five or
more years and earned little to no college credits (Hanover, 2014). Institutions within
Canada and the U.S compete for international students at an increasing rate, with Canada
increasing international enrollments by 94% and with the U.S. improving international
enrollments by nearly 10% (Hanover, 2014). Recruiting within the international market
has expanded and has become more accessible due to technology but more challenging
due to the political climate (Grandillo, 2019).
Some of the key recommendations from the Hanover Research (2014) that
examined styles and expansions in higher education correlation to marketing and
recruitment were:
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● Hiring marketing professionals from the corporate world to create strong
institutional branding
● Creating online space with social media platforms
● Creating a useful website that highlights content that attracts and engages a
diverse population of students.
● Creating statements or slogans that represent the institutional mission, values,
and beliefs.
● Maintaining direct interaction with potential students through radio
advertisements, referrals, college fairs, probe fairs, high school visits, open
houses, visitation days, and campus tours.
Recruiting practices and strategies are developed and carried out by Admissions
and Enrollment offices. However, Ruffalo Noel Levitz (RNL) (Marketing and Student
Recruitment, 2020) and Hanover (2014) have researched the best and most effective
recruiting practices. RNL is the chief provider of higher education enrollment
management, having more than 1,900 colleges and universities relying on its analytics
and personalized engagement to market to new students.
In 2018, Alabama A&M, an HBCU, engaged the company to improve enrollment
and retention rates. As of 2018, Alabama A&M’s enrollment was 6,108, a 25% increase
since fall 2012. Texas State University, a PWI, used RNL resulting in a 45.8% growth in
freshman enrollment over five years, from 3,930 to 5,730. Diversity steadily increased to
55% for non-Black students. In 2017, RNL released its top student success practices that
colleges and universities employed. The report’s data reflects responses from 142 twoyear colleges and four-year institutions, which collectively enrolled 770,000 students
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(“Marketing & Student Recruitment,” 2020). According to RNL (2020), 2017 top five
most effective communication recruiting practices were
●

Purchasing students’ demographic information.

●

Displaying social media advertisements

●

Meeting with prospective students

●

Emailing communication

●

Texting messaging (RNL, 2020, para. 3)

Effective practices for higher education marketing and student recruitment,
according to RNL (2020) were:
● Email both first communications with prospective students and follow-up
communication with non-responders.
● Provide students the opportunity to provide cell numbers and opt-in.
● Offer campus visits for high school counselors.
● Offer academic-division-hosted programs deemed highly significant such as
recruitment fairs, and open houses to recruit students.
● Have a specific policy for recruiting Hispanic students, international
recruitment events, or campus events for a targeted population.
Effective recruitment strategies are innovative and progressively changing
(Grandillo, 2019). Institutions must equip their enrollment management teams with the
skills and resources needed to market and recruit within a very competitive and growing
market (Grandillo, 2019). Institutions depend on a recruitment funnel tied to integrated
marketing efforts that creates significant interest in the recruiting outreach long before the
first student contact is made (Grandillo, 2019). Traditional recruitment practices,
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increased by online enhancements, will continue, making campus visits and high school
fairs the main component in the recruitment process (Grandillo, 2019).
Summary
This chapter reviewed the theoretical framework, historical overview of the
development of HBCUs, the state of HBCUs, diversity, and inclusion, and recruiting.
Historically Black Colleges and Universities have struggled financially due to overall
decrease in enrollment. Understanding the history of HBCUs is critical to understand the
significance and impact they have made and continue to make in African Americans’
lives. The purpose of this study was to examine institutional recruitment practices at an
HBCU with a specific focus on the recruiting practices that target non-Black Students
and non-Black students’ perceptions of the recruiting practices.
Many HBCUs are accustomed to focusing on Black students’ recruitment efforts;
however, with the ever-changing environment of higher education, this can hinder the
diversity and enrollment growth of non-Black students. As PWIs have changed their
recruitment practices, HBCUs recruitment practices must also change. Most institutions
used these best practices in some way as part of their recruitment methods. Recruitment
methods and strategies are necessary to entice highly qualified students to an institution.
As the environment, educational methods, technology, and culture change, institutions
always search for the next best practices methods to recruit students to grow enrollment
(Grandillo, 2019). Research has shown that although fewer Black students have opted to
enter HBCUs over the years, there has been a gradual increase in the HBCUs’ of Asian
American and Latino students enrolling in HBCUs (Maramba et al., 2015).

56

Chapter III will discuss qualitative research methods used to examine the
institutional recruiting practices, recruiting practices for non-Black students, and nonBlack students' perceptions of recruiting practices at the HBCU. Chapter IV will describe
findings of recruitment practices for all students, non-Black students, and the perception
of the recruiting experience of non-Black students that attend the HBCU. Chapter V will
analyze findings, discuss the study's limitations, and recommend future research and
implications of the research study.
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CHAPTER III
METHODOLOGY

The purpose of this study is to examine institutional recruitment practices at an
HBCU with a specific focus on recruiting practices that target non-Black Students and
non-Black students’ perceptions of the HBCU recruiting practices. Data from the
National Center for Education Statistics demonstrated that HBCUs' overall enrollment
decreased by 11% from 2010-2018 but increased by 24% for non-Black students (NCES,
2019). However, due to declining enrollment numbers of Black students, all students’
recruitment strategies, including non-Black students, should be considered at HBCUs.
According to the National Center for Education Statistics (NCES), attendance at higher
education institutions increased by 91% between 1976 and 2010, then declined 6%
between 2010 and 2018. This decline almost doubled for HBCUs. In 1976, 223,000
students were enrolled at HBCUs. By 2010, the number of enrolled HBCU students grew
47% to 327,000 students. However, between 2010 and 2018, HBCUs’ enrollment
decreased by 11% to 292,000 (NCES, 2019).
This chapter will include the following sections: research questions, the
researcher's role, participants, instrumentation, data collection, data analysis, and a
summary. Three research questions guided the data collection.
Research Questions
The researcher sought to examine and answer the following questions:
1. What are the institutional recruiting practices at an HBCU?
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2. What are the specific recruiting practices used by an HBCU to target nonBlack students?
3. What are the perceptions of recruiting practices for non-Black students
attending an HBCU?
Research Design
This study utilized a qualitative research design to examine recruiting practices,
recruiting practices for non-Black students, and non-Black students’ perception.
According to Baxter & Jack (2008), an exploratory case study approach in qualitative
research seeks answers to questions that describe the assumed causal relations in real-life
situations that are too complex for experimental studies or survey design. The
constructivist paradigm's foundation states that truth is subjective and based on individual
perspectives and social constructs (Baxter & Jack, 2008; Yin, 1994). The exploratory
case study allowed the researcher to explore detailed information about recruitment
practices, recruitment practices for non-Black students, and non-Black students'
perceptions of recruiting practices at their HBCU.
This case study examined institutional recruitment practices through data from
interviews and surveys, which may help identify effective recruitment methods to
increase enrollment. The researcher conducted semi-structured interviews of Admission
Recruiters, Associate Director of Admissions, and Vice President of Enrollment
Management, with each interview lasting approximately one hour. Participants were
asked open-ended questions designed to provide a narrative of their experiences and
perceptions about the participant’s knowledge of recruiting practices. The interviews
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were transcribed for validation, review, and data analysis. The researcher analyzed the
Google Meet transcriptions.
The research provided surveys to all non-Black students. The survey included
open-ended questions designed to provide a perception of their recruitment experiences
and perceptions of the overall institution recruitment practices. The survey responses
were transcribed for validation, review, and data analysis. The survey responses were
transcribed, reviewed and data analyzed by the researcher. The researcher analyzed the
Qualtrics survey distributions and reports. The analysis of all participant’s responses is
presented in Chapter Four.
Role of the Researcher
For this study, the researcher's responsibilities included data collection
procedures, coding, analysis, studying results, and further study recommendations. The
researcher examined recruiting practices, recruiting practices targeting non-Black
students, and the non-Black participants' perceptions of the recruiting practices. The
researcher has over 22 years of enrollment service experience, including recruitment, at a
PWI within the same system as the HBCU in the study. The researcher does not have any
existing professional relationship with the Southeast HBCU recruitment staff in this
study.
Participants
Population and Setting
This research setting was an HBCU that was a member of the university system
representing institutions in the higher education (IHE) arena that serve the state's 159
districts and offers educational assistance. The University System consists of 26 IHEs

60

with four comprehensive universities, four research universities, nine state colleges, and
nine state universities (Research and Policy, 2020). This study’s participants consisted of
administrators and students at a Southeast HBCU within the University System
community.
The Southeast HBCU is a state university and one of three HBCUs within the
state system. The HBCU merged with a two-year college, predominantly white
institution, to become one university. It has two campuses in the Southeastern part of the
state; one serves as a satellite campus.
Sample
For this study, the researcher solicited participants using criterion sampling.
Criterion sampling involves identifying a particular criterion of importance in a case
study (Patton, 2002). Criterion sampling can help identify cases from a standard
questionnaire useful for follow-up (Patton, 2002). In this case study, all non-Black
students were solicited to participate in a Qualtrics survey. Prior to the beginning of the
survey, the researcher identified non-Black students who attended the HBCU in the fall
of 2020. The race was collected through the Qualtrics survey to ensure that only nonBlack students responded to the survey questions. If a Black student completed the
survey, this data would allow the researcher to exclude the data per the researcher
exclusion criteria.
This study's inclusion criteria included non-Black undergraduate students whose
race was listed as Hispanic/Latino (of any race), American Indian or Alaska Native,
Asian, Native Hawaiian or other Pacific Islander, White, or Two or More Races.
Additionally, it included non-Black students recruited to the Southeast HBCU. The
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exclusion criteria for this study excluded graduate students and Black students whose
race was listed as Black or African American; the research excluded non-Black students
who were attending the institution due to consolidation.
The population consisted of three of four Admission Recruiters and two
administrators, the Associate Director of Admissions and the Vice president for
Enrollment Management, and all non-Black students recruited at a Southeast HBCU. The
researcher scheduled interviews with the recruitment staff and administrators (Admission
Recruiters, Associate Director of Admission, and Vice President of Enrollment
Management). Individuals in these positions were selected due to being the highest level
of individuals who work with, research, and implement recruitment policies and
procedures. The HBCU does not have a Director of Admissions serving in the institution.
The participants were professionally trained on the job and researched best practice
strategies for recruitment practices and procedures and practices within the university
system. The Associate Director of Admission oversaw the Office of Admissions' day-today operations, including training professional Admission Recruiters, implementing
practices and procedures, staying abreast of territories and events recruiters attend, and
other recruiting duties as assigned. The Assistant Vice President for Enrollment
Management oversaw enrollment, including the Office of Admissions, Registrar,
Financial Aid, and Orientation. The Admission Recruiters were selected as they perform
the everyday tasks of recruiting students to the university. They were experts and
professionals in the recruitment field, with knowledge of recruitment practices that may
attract students to the university and communicate with students to get their perception of
the institution.
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After being granted IRB approval, the researcher requested non-Black students'
email information from the Institutional Research Office or Registrar Office at the
HBCU. The researcher emailed Qualtrics surveys to 1,241 non-Black students, requesting
their participation in the study. From the participants' responses in the Qualtrics survey,
the researcher used criterion sampling to identify non-Black students recruited to the
HBCU. Criterion sampling implies gathering cases with some preplanned criteria of
significance (Patton, 2002, p. 238).
Instrumentation
The researcher used interviews and surveys as instruments to conduct research.
According to Merriam (2009), a semi-structured interview is a research strategy used in
the social sciences. A structured interview has a particular group of questions, not
allowing one to redirect. In contrast, a semi-structured interview is unconfined, allowing
suggestions or thoughts to be added impromptu during the interviews.
The semi-structured interview with the administrators consisted of approximately
ten open-ended questions (see Appendix B). The researcher developed these questions to
understand the recruitment practices and practices that target non-Black students at the
HBCU. The interview questions focused on the institution’s recruitment practices and
strategies, what recruiting practices were used to target non-Black students, and how their
HBCU mission or history guided Black and non-Black students’ recruitment process.
Vetting and rehearsing were used for validating the survey and interview
questions. The researcher selected two staff members, an Associate Director of
Admissions and Admission Counselor, who reviewed the interview questions. The
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researcher also shared the research questions with the staff members to ensure they
understood the research objectives and make certain interview questions were sufficient
to obtain the researcher's objective. The staff members were asked to provide feedback
and suggestions to ensure the questions were applicable. Both the Associate Director of
Admissions and Admission Counselors agreed that the interview questions were
appropriate to the research questions.
Table 3
Recruitment Items by Recruitment Staff Interviews and Student Survey Questions
Item

Research

Interview
Questions

Survey
Questions

Research
Questions

HBCU Mission

Office of Education, 1965; Davis,
2016a

3, 5, 6, 10

1, 2, 5

1, 2

Student Needs

Shorette & Arroyo 2015

2, 3, 5, 6,
10

1, 2, 3, 4,
8

1, 2

Methods

Grandillo, 2019; Hanover, 2014
Marketing and Recruitment, 2020

1, 2, 3, 4, 7,
10

1, 5, 8, 9,
10

1, 2

Engagement

Marketing and Recruitment, 2020

3, 4, 5, 6, 9,
10

1, 3, 7, 8

3

Recruitment
Activities

DiMaggio & Powell, 1983
Marketing and Recruitment, 2020

1, 2, 3, 4, 5,
7, 8, 10

1, 5, 6, 7,
9

1, 2

Student Inclusion

Lee, 2015; Gasman & Nguyen, 2015

1, 3, 5, 6, 7,
8, 9, 10

2, 3, 6, 7,
8, 10

3

Programs/Majors

Gasman, 2014; Lewis, 2015

4, 7, 8, 9,
10

1, 2

1, 2, 3

Recruitment Event

Grandillo, 2019; Hanover, 2014

2, 3, 4, 5, 6,
8, 10

1, 2, 5, 9

1, 2, 3

Interests

Gasman, 2014; Price et al., 2017

3, 5, 6, 7, 8,
10

1, 3, 4, 5,
7, 10

3

Relevant
Information

Gasman, 2014; Price et al., 2017

1,2,5,6, 10,

1, 6, 7, 10

1, 2, 3

Qualitative studies that employ open-ended questions allow researchers to take a
holistic and extensive look at the examined issues (Allen, 2018). Open-ended responses
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permit respondents to give more choices and opinions, giving the data more diversity
than would be possible with a closed-question or forced-choice survey measure (Allen,
2018). Open-ended questions do not give participants a predetermined group of answer
choices such as A/B format or Yes/No format. However, open-ended questions allow the
participants to respond to their information. Open-ended questions are usually used in
exploratory studies and qualitative research.
The Qualtrics survey with the non-Black students consisted of approximately ten
open-ended questions (see Appendix C). The researcher developed these questions to
understand recruitment practices that target non-Black students and non-Black students'
perception of their HBCU recruitment experience.
The research vetted and rehearsed for validating the survey questions. Vetting and
rehearsing included staff members, Associate Director of Admissions, and Admission
Counselor, who reviewed the survey questions. The researcher also shared the research
questions with the staff to ensure they understood the research objectives and make
certain interview questions sufficient to obtain the researcher's objective. The staff
members were asked to provide feedback and suggestions to ensure the questions were
applicable. Both the Associate Director of Admissions and Admission Counselors agreed
that the survey questions were aligned with to the research questions.
The researcher selected these questions to view students' perception of recruiting
practices at their HBCU, how they were recruited to the university, the different Black
and non-Black students' recruitment practices at the institution, and recruiting tools used
in the recruitment process that interested them in the institution (see Appendix C). These
questions were selected to understand what motivated non-Black students to enroll at an
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HBCU, and these understandings may be used as recruitment opportunities at other
HBCUs. The survey participants were purposefully selected through criterion sampling to
complete the survey. Additionally, a survey question requested demographic information
about the students' race. The selection listed Hispanic/Latino (of any race), American
Indian or Alaska Native, Asian, Native Hawaiian or other Pacific Islander, White, Two or
More, which are races reported by the University System.
Validity within qualitative research suggests the consistency, reliability, and
trustworthiness of the study's instrumentation and results (Singh, 2014). Qualitative
trustworthiness is often introduced using credibility, transferability, confirmability, and
dependability (Singh, 2014).
Credibility exhibits how sure the qualitative researcher is in the authenticity of the
research study's findings (Connelly, 2016). A Peer-Review is the procedure used to check
the researcher's work by another person considered an expert in that field (Kelly et al.,
2014). Peer reviews help the researcher establish validity within a qualitative study
(Kelly et al., 2014). The researcher used a vetting and rehearsing process of an
experienced Associate Director of Admissions and an Admission Counselor to review the
interview and survey questions. The admission personnel made suggestions, and the
recommendations were added to the interview and survey questions of the research (see
Appendix B and C).
Qualitative researchers can use triangulation to demonstrate that the research
study's findings have credibility (Connelly, 2016). The researcher used interviews and
surveys for this study. Multiple data sources, as shown in Table 4, demonstrates the
triangulation of data in qualitative research
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Table 4
Data Triangulation
Data Type

Source

Interviews

Admission Recruiters
Associate Director of Admissions
Vice President of Enrollment Management

Surveys

Non-Black Student Participants

The researcher compared the interview's video recordings, transcription, and the
researcher’s notes to ensure trustworthiness. Member checking, also known as participant
validation, is a method for examining the credibility of results (Connelly, 2016). Data or
results are returned to participants to examine for accuracy and resonance with their
experiences (Connelly, 2016). After transcribing the responses, the researcher sent the
participant's questions and answers transcribed from the recording to the participants to
review their accuracy and validation responses.
Transferability within qualitative research indicates that the research study’s
conclusions pertain to different contexts (Connelly, 2016). Qualitative researchers can
use full description to note that the research study’s findings may apply to other
circumstances, situations, and conditions (Connelly, 2016).
Confirmability is the level of impartiality within the research study’s findings;
findings come from the participants’ responses and not any implied prejudice or personal
motives from the researcher (Connelly, 2016). The researcher displayed confirmability by
persistent observation of the recruitment themes identified during the interviews and rereading the interview transcriptions.
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Lastly, dependability is the degree to which other researchers could repeat the
study and provide consistent findings (Connelly, 2016). The researcher used audit trails
of the data collected and analyzed, such as how codes were developed into themes. The
audit trail is a qualitative procedure to ensure confirmability within the study findings by
displaying an audit trail (Connelly, 2016). The researcher candidly described the research
measures taken from the beginning of a research project to the development to report the
finding. A qualitative researcher may utilize inquiry reports to confirm dependability,
which requires another person to study and explore the data analysis and research
methods to assure that the findings are consistent and replicated (Connelly, 2016).
Trustworthiness or rigor of a study regarding the degree of assurance in data, methods,
and interpretations is used to ensure a study’s quality (Connelly, 2016). The validity and
reliability improve transparency and reduce opportunities to inject the researcher's
prejudice within qualitative research (Singh, 2014).
Data Collection
Data for the study was collected data in semi-structured interviews and surveys.
The process began with soliciting participants for semi-structured interviews with the
institution's recruitment staff and administrators (see Appendix B). The staff and
administrators were contacted via email from the Southeast HBCU online campus
directory information. The email included:
● an explanation of the research
● consent form to participate from each staff and administrator
● date/time to select for the interview
A follow-up email was submitted 72 hours later if there was no response.
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Once each staff and administrator signed and returned the consent form, they
were considered participants in the study. The interviews took place for 30-45 minutes.
At the beginning of the interview, the researcher explained the purpose of the research
and requested background information on staff education and experience (see Appendix
B). After the interview was concluded, each administrator was given a chance to provide
any additional thoughts, concerns, or comments about the research. Following the
interview, interviews were transcribed by Google Meet and put into Microsoft Excel for
later review and analysis.
Non-Black students' directory information (name and email address) was
requested from the institution's Institutional Research Office and Office or Registrar. A
Qualtrics survey with open-ended questions was sent out to all non-Black students at
their institutional email addresses. The Qualtrics survey included a consent form required
to be completed before answering any of the survey questions to follow (see Appendix
C).
Once the student agreed to the terms on the consent form, they were considered
participants. If they did not consent, the survey ended. The survey had ten open-ended
questions, whereas participants typed a response to move to the next question (see
Appendix C). The Qualtrics survey allowed students to skip questions without answering.
The participants were given ten business days to complete the survey, with a follow-up
survey sent 72 hours later to all participants who had not completed it. Participants who
started on the survey but did not complete it were allowed to re-enter until complete. The
survey took approximately 15-20 minutes to complete. Participants' responses were
transcribed by Google Meet transcription and placed into Microsoft Excel to organize and
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label codes and themes for later review and data analysis. Once it was completed,
participants were not able to re-enter the link from the email. After ten business days, the
link was closed to all participants.
Data Analysis
Qualitative research seeks to view the world from the participant's perspective,
see the world through their eyes, then structure and analyze data according to what it
reveals, frequently using a patterned or coded structure (Merriam, 2009). In qualitative
research, data analysis involves analyzing data and the collection, preparation,
organization, and reduction of data (Creswell & Plano, 2018). This research analysis
process helped answer the research questions, as reflected in Table 5.
Table 5
Research question and data alignment

Problem Statement: HBCUs’ enrollment numbers are declining.
Purpose Statement: To examine the recruitment practices used by a consolidated HBCU in Georgia for
recruiting students and targeting non-Black students to increase enrollment.
Research Questions
RQ1: What are institutional
recruiting practices at an HBCU?

Data Collection Tool
●
●

Interview
Survey

RQ2: What are the specific
● Interview
recruiting practices used by an
● Survey
HBCU to target non-Black
students?
RQ3: What are the perceptions of
Survey
recruiting practices for non-Black
students attending an HBCU?
Note: Multiple measures support each Research Question

Items on the Data Collection
Tool
Interview Questions
1, 2, 3, 8, 10
Survey Questions
1, 2, 3, 4, 7, 9, 10
Interview Questions
1, 2, 3, 4, 5, 6, 7, 8, 10
Survey Questions
1,2, 3, 4, 5, 6, 7, 8, 9, 10
Survey Questions
1, 2, 3, 4, 5, 6, 7, 8, 9, 10

The recruitment staff participants' interview themes emerged from the
transcription and recorded in Microsoft Excel. The researcher examined general
recruitment practices and non-Black student recruitment practices. The non-Black student
participants' responses were transcribed, and themes and subthemes were uploaded into
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an Excel spreadsheet to organize and compare. The researcher analyzed the responses to
look for themes in recruitment practices. The researcher demonstrated how the research
questions were answered for the case study by analyzing the survey's research outcome
and interview responses with a priori and emerging codes (see Appendix C).
The a priori codes were Recruitment Practices, Non-Black Recruitment Practices,
Social Media Recruitment, Non-Black Interests, Social Media Recruitment, Most
Effective Recruitment, Least Effective Recruitment. Concentrating on a priori (defined
beforehand) purposes, and goals as the study advances will keep the researcher on track
(Saldana, 2013). The researcher used a priori codes in the interview and survey to make
the responses for coding easy to identify to analyze later.
The researcher considered the literature of the best and most effective recruiting
practices of Grandillo (2019), Hanover (2014), and Ruffalo Noel Levitz's Marketing and
Student Recruitment (2019 & 2020) as listed in the literature as a guide to determine the
themes. Open House/visitation days, college fairs, onsite/acceptance days, virtual
sessions, high school counselor, social media, and presidential bus tours were listed as
best practices and determined as subthemes. The a priori codes were compared with
emerging codes and used to develop themes.
Open coding was also used in this study. The researcher began coding data during
interviews, writing down keywords and phrases each participant expressed to create
themes. Open coding is described as making notes next to all data that is likely related to
the research questions (Merriam, 2009). The data were analyzed employing an ongoing
inductive method. This method consisted of the researcher reading and re-reading the
transcriptions and taking notes to distinguish patterns and themes across and within the
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survey and interviews, coding data, and determining correlations concerning themes
(Bogdan & Biklen, 1998). Additionally, the researcher reviewed and re-read through all
notes and transcription for emerging themes/subthemes. The researcher re-watched
recordings and compared transcribed notes. The recommended codes during this period
were conditional and provisional. Codes may be added, removed, or reworded as the
analysis proceeds. This procedure could inform the researcher that more data were
required to support and develop an emerging theory (Saldana, 2013).
Summary
The researcher sought to examine recruiting practices, recruiting practices
targeted toward non-Black students, and non-Black students' perception of their
recruiting experience at a Southeast HBCU. The study used an exploratory qualitative
analysis approach through semi-structured interviews and open-ended surveys. The
researcher's responsibilities included data collection methods, coding, analysis, studying
results, and further study recommendations. The interview participants included
Admission Recruiters, the Associate Director of Admissions, and The Director of
Enrollment Management. The survey participants included all non-Black undergraduate
students at the institution. The researcher included interviews and surveys for data
collection. The survey and interview questions were validated through vetting and
rehearsing. The interview responses were transcribed through Google meet, and the
survey responses were uploaded from Qualtrics. The interview transcriptions and survey
responses were used to determine codes, themes and subthemes to answer the research
questions. The next chapter will discuss the survey and interview results, present
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information about the respondents in the research study, and provide each research
question's findings.
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CHAPTER IV
RESULTS

The following chapter provides qualitative case study results to report the
institutional recruitment practices at an HBCU, focusing on recruiting practices that
target non-Black Students and non-Black students' perceptions of the recruiting practices.
This chapter provides the results gathered from the interviews completed by the
Admission Recruiters, Associate Director of Admissions, Vice President of Enrollment
Management, and survey responses of non-Black students enrolled at a Southeast HBCU
during the fall of 2020 semester. Through semi-structured interviews and open-responses
surveys, the researcher gathered information from participants at the HBCU. The
research results were analyzed and interpreted for potential implications related to
recruitment. This study could improve future recruitment practices, recruitment practices
targeted towards non-Black students, and non-Black students' perception of a Historically
Black College and University. Improving general recruiting practices and recruiting
practices for non-Black students will help increase HBCUs' enrollment. An increase in
enrollment will sustain HBCUs financially while allowing them to continue their
historical legacy.
Participants
The participants consisted of Admission Recruiters, Associate Director of
Admissions, Vice President of Enrollment Management, and non-Black students enrolled
at an HBCU who participated in interviews and a survey. The researcher sent an
interview invitation to three Admission Recruiters, Associate Director of Admissions and
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Vice President of Enrollment Management. The number of completed responses was 2
Admission Recruiters, 1 Associate Director of Admissions, and 1 Vice President of
Enrollment Management, resulting in an 80% response rate. The researcher sent survey
emails to all non-Black students, which totaled 1,241. Of the 1,241, 23 responded, which
resulted in a 0.19% response rate.
The Admission Recruiter and Administrative participant's years employed in their
position at the HBCU ranged from 1.5 years to 4 years. The participants' years of
experience within an enrollment service environment ranged from 1.5 years to 18. All
four interview participants (100%) were affiliated with professional organizations in
recruitment and admissions; this shows that 100% of all participants are aware of best
recruitment practices, as described by leading recruitment agencies, and best practices by
other higher education systems.
Figure 4 displays years in the positions and within enrollment services of the
Admission Recruiters, Associate Director of Admissions, and Vice President of
Enrollment Management experience and affiliation with professional organizations in
recruitment and admissions.
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Participant I

Participant II

Participant III

Participant IV

Years in Position

4

3

2

1.5

Years within an
enrollment service
environment

18

3

2

1.5

Affiliated with
Professional
Organizations in
Recruitment and
Admissions

State Level
Regional
Level
National
Level
(Association
of Collegiate
Registrars and
Admissions
Officers)

State Level
Regional Level
National Level
(Association of
Collegiate
Registrars and
Admissions
Officers)

National Level
(Association of
Collegiate
Registrars and
Admissions
Officers)

State Level
(Association of
Collegiate
Registrars and
Admissions
Officers)

Figure 4. Participants experience and professional organization affiliation
The student participants who participated in the survey were all non-Black
undergraduate students who attended the HBCU during the fall 2020 semester. Figure 5
displays the number of different races who participated in the study.
Percentage of
Respondents

Race

Number of
Respondents

Hispanic/Latino (of any race)

0.00%

0

American Indian or Alaska Native

0.00%

0

Asian

8.70%

2

Native Hawaiian or other Pacific Islander

0.00%

0

White

86.96%

20

Two or More Races

4.35%

1

Other

0.00%

0

Total

100%

23

Figure 5. Racial demographics of participants

76

Findings
The findings provide a detailed summary of the study results from the interviews
and surveys. The findings answered the following research questions:
1. What are the institutional recruiting practices at an HBCU?
2. What are the specific recruiting practices used by an HBCU to target nonBlack students?
3. What are the perceptions of recruiting practices for non-Black students
attending an HBCU?
The data collected from the interviews and surveys support themes related to
institutional recruitment practices, specific recruitment practices targeted to non-Black
students, and non-Black student's perception of their recruiting experience at an HBCU.
The findings reflect a summary of the responses of the Admission Recruiters, Associate
Director of Admissions, Vice President of Enrollment Management, and non-Black
student participants.
The key findings of the study were:
1. The institutional recruitment practices, such as college fairs, open houses, and
social media, were consistent with the best and most effective recruitment
practices identified in the literature (RQ1).
2. The most effective recruitment practices at an HBCU, such as virtual sessions,
and email communication, were consistent with effective methods in the
literature (RQ1).
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3. The least effective recruitment practices at an HBCU, such as recruitment
fairs and social media, were identified as effective methods within the
literature (RQ1).
4. Recruitment practices that target non-Black students, such as international
recruitment, were consistent with the best practices for a distinct population
within the literature (RQ2).
5. The non-Black student interests in attending an HBCU, such as programs,
majors, and sports, were effective in recruiting non-Black students to the
HBCU as listed in the literature (RQ2).
6. Some Non-Black students perceived that the HBCU should recruit more nonBlack students, such as through diverse images, diverse activities, campus
events, social media, family, and friends (RQ3).
7. Some non-Black students perceived that the HBCU should not recruit more
non-Black students because the institution is a HBCU (RQ3).
Coding
The research method involved semi-structured interviews, resulting in creating
and organizing themes to understand recruiting practices at an HBCU. The researcher
examined institutional recruitment practices at an HBCU with a specific focus on
recruiting practices that target non-Black Students and non-Black students’ perceptions of
the recruiting practices. A priori and emerging codes are presented within the findings.
The researcher organized the findings by interviews and surveys to answer the following
research questions. Due to the researcher's work experience, the researcher displayed
potential for bias toward the recruitment practices by assuming the institution was only
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using certain practices. Therefore, the interview questions were semi-structured and
allowed open-ended responses. The researcher organized the findings by the research
questions.
Open coding was used for coding the interview responses. A priori codes were
derived from the literature review and the researcher's experience. Emerging codes were
derived from the interview and survey responses. The researcher developed open-ended
questions for the interview and surveys; this allowed for coding and comparing data from
responses. Overarching themes were developed when the a priori codes and emerging
themes were identified, organized, and compared. Data were collected from in-depth
interviews with each administrator and staff member and analyzed using an opening
coding approach.
The researcher re-read through the transcript data line by line to color-coded data
that were similar. After re-reading the transcript's, the researcher added coding with an
initial open coding category and then developed themes. The codes were categorized to
figure out how they fit into the themes. Subthemes were generated from the themes of
interview participant's responses. A priori and emerging themes provided insight into the
HBCU recruiting process.
Table 6 shows the a priori and emerging codes of the interviews and the number
of Admissions Recruiters, Associate Director of Admissions, and Vice President of
Enrollment Management whose responses were parallel to the themes.
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Table 6
Interview Coding and Themes
A Priori Codes

Emerging
Codes from
OpenCoding

Themes

Sub-Themes

Number of
Participants Who
Responded
w/Theme

Traditional
Recruitment
Practices

Onsite/Acceptance Days
College/Probe Fairs
Virtual Sessions
High School Counselor

Non-Traditional
Recruitment
Practices

Virtual Sessions
Social Media
Open House/Visitation Days
Presidential Bus Tour

3
4
4
3
3
3
2

Non-Black
Recruitment
Practices

Population
Recruitment
Practices

Diversity Billboards
Faculty Engagement
International Recruitment

1
2
3

Non-Black
Interests

Recruited by
Majors
Programs
Sports
Location
Delivery

Nursing
Biology
Engineering
Dental Hygiene
Forensic Science
Criminal Justice
Visual and Performing Arts
Sports
Location
Online

4
3
1
1
1
1
2
2

Social Media
Recruitment
Practices

Social Media
Marketing

Twitter
Instagram
Facebook
Tik-Tok

3
3
2
1

Most Effective
Recruitment
Practices

Face-to-Face

Onsite Admissions
Open House/Visitation Days

Electronic

Virtual Sessions
Email Communication

1
1
1
1

Least Effective
Recruitment
Practices

Face-to-Face
Social Media
Marketing

Recruitment Fairs
Social Media

Recruitment
Practices

1
1

Open coding was used for coding the survey responses. Open coding is defined as
making notations next to all data potentially relevant to the research questions (Merriam,
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2009). The research method involved open-ended questions, resulting in creating and
organizing detailed codes to understand recruiting practices that target non-Black
students and non-Black students’ perception of the HBCU recruiting practices. The
researcher combined the codes into overarching themes that depicted the data while
listing data relevant to the research. The researcher examined ways the data support the
theoretical framework and literature. The researcher re-read the transcript responses from
the Qualtrics report to determine the themes and subthemes of the survey. The researcher
added color-coding to similar responses. The open-ended survey questions allowed the
researcher to code and compare data responses to form themes. Themes were analyzed to
determine recruiting practices that target non-Black students and non-Black students’
perception of the HBCU recruiting practices. Subthemes were determined when data
from the students was parallel to the research literature, theoretical framework, or
research questions. Any unrelated responses that the non-Black student participants
submitted were not added as themes or subthemes.
The table below (Table 7) shows the themes and subthemes of the survey and the
number of student participants who responded. Of the 23 participants, 100% responded to
what interested them in attending an HBCU, 87% responded with methods they were also
recruited, and 90% responded to recruiting material methods. Additionally, 100%
responded to questions regarding whether HBCU recruitment should target non-Black
students.
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Table 7
Research Survey Themes – Non-Black participants responses
Themes

Subthemes

Non-Black Students

Interest in HBCU

Program/Major
Close to home/work
Sports
Online Courses

11
9
1
2

Recruiting Method

Social Media
Family/Friend
Not Recruited

6
4
10

Recruiting Material

Emails
Billboard
Brochure
None

6
1
1
12

Should HBCU target
more non-Black
students

Yes
No
Unsure

6
14
3

Research Question 1: What are the institutional recruiting practices at an HBCU?
Finding 1. The institutional recruitment practices, such as college fairs, open
houses, and social media, were consistent with the best and most effective recruitment
practices identified in the literature.
The recruitment practices that were reported of the recruitment practices were
consistent with the literature best and most effective recruitment practices research of
Grandillo (2019) and Ruffalo Noel Levitz's Marketing and Student Recruitment (2019 &
2020). Grandillo's (2019) research shows college fairs, social media, text messaging,
open house, email communication as best practices. An administrator elaborated: “So
prior to Covid in a normal environment, we do visitations on to the different high schools
or colleges. We also do an open house twice a year.” Ruffalo Noel Levitz's Marketing
and Student Recruitment (2019 & 2020) research lists text messaging, website videos,
publications (viewbooks), and advertising as most effective. An Admission Recruiter
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stated: “…. we’ll just shoot an email to a counselor with all of that in our counties, and
we'll send them that virtual recruitment session link.”
All the interview participants mentioned that their recruiting activity for summer
2020 until spring 2021 is primarily virtual due to Covid-19. The virtual sessions would be
a form of mimetic isomorphism, as all institutions in the university system applied this
recruitment practice due to Covid-19. As the environment, educational methods,
technology, and culture change, the research suggests that institutions are always
searching for the next best practices to recruit students to continue to increase enrollment
(Grandillo, 2019). Due to the 2020 outbreak of the Coronavirus that led to a worldwide
pandemic, the institution could continue providing recruitment efforts virtually. The
Associate Director of Admission interview participant stated, "To be honest with you with
COVID, that has been really a help for us because financially, we didn't have the funds to
go overseas to attend fairs. So now we're seeing more virtual international fairs come in
that we can attend virtually." Although virtual fairs have increased due to Covid-19,
virtual fairs are considered a standard form of international students' recruitment before
the 2020 world pandemic. Recruiting within the international market has expanded and
has become more accessible due to technology (Grandillo, 2019).
Additionally, this year, due to Covid-19 Admissions Recruiters, Associate
Director of Admissions, and Vice President of Enrollment Management, elaborated on
implementing the no-test policy for Fall 2020, required by the university system to
increase enrollment. Students were not required to meet minimum test scores for entrance
into the HBCU. An Admission Recruiter stated, “…. students can choose to take it or not
take it. And as of right now, it's only for class for 2021.” This practice is consistent with
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the coercive pressure of isomorphism as outlined within the study's institutional theory.
The non-test requirement was a required change from the university system for students
entering fall 2020-fall 2021.
Finding 2. The most effective recruitment practices at an HBCU, such as virtual
sessions, and email communication, were consistent with effective methods in the
literature.
The interview participant's responses to the most effective recruitment practices
were consistent with the literature. Open houses and virtual sessions were considered as
two of the HBCU's most effective recruitment practices. The Associate Director of
Admission stated, "I would say I find open houses to be most effective, particularly our
open house that happens in the spring. That's the time when most of our students and
families are making decisions about college, and it's a great time for us to share the
overall experience." Grandillo (2019) suggests, recruiting practices have evolved and
progressed over the past 400 years of higher education in America through technological
advancement and strategic marketing plans (Grandillo, 2019). An administrator added,
“….we meet with the high school counselor’s information about (Southeast HBCU), our
academic program, and answer any questions they may have tried to guide their students
to the next level.”
Finding 3. The least effective recruitment practices at an HBCU, such as
recruitment fairs and social media, were identified as effective methods within the
literature (RQ1).
The Associate Director of Admission stated that recruitment fairs were considered
the least effective recruitment practice at the HBCU. The Associate Director of
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Admissions elaborated, "during college fairs, you may talk to 100 students, but only two
may apply". The goals of institutional theories are to define organizational behavior and
structure regarding shared pre-existing guidelines, social beliefs, and standards in
organizations' external environment (Mohamed, 2017). Recruitment fairs are considered
a standard form of recruitment that most institutions follow. It is also a form of
isomorphism known as mimetic pressure. A mimetic pressure is when an institution's
activities follow other institutions' procedures considered successful because of a
particular outcome (DiMaggio & Powell, 1983). The participant indicated no value in the
recruitment fairs but continues mimicking this practice because it is a typical or standard
form of recruitment practices rather than evaluating the effectiveness of the practices.
Participants were asked, "How were you recruited to your institution"? (i.e.,
During a High School Visit, Social Media, College Fair, etc.) Of the responding student
participants, 11 out of 23 (44%) listed that they were not recruited to the HBCU; six of 23
(26%) student participants stated they were recruited through family members/friends.
Four out of 23 (17%) stated they were recruited through social media, while 3 of the 23
student participants (13%) did not respond. The responses displayed that 17% of the
students who participated were recruited from methods identified by the interview
participants and were identified as one form of best recruitment practices according to
Grandillo's (2019) research.
The findings of recruitment practices used such as college fairs, virtual sessions,
and open houses were identified in the interviews with the Admission Recruiters,
Associate Director of Admissions, and Vice President of Enrollment Management. The
findings of the recruitment practices were consistent with the literature results of best and
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most effective recruitment practices research of Grandillo (2019) and Ruffalo Noel
Levitz's Marketing and Student Recruitment (2019 & 2020).
Research Question 2: What are specific recruiting practices used by an HBCU to target
non-Black students?
Finding 4. Recruitment practices that target non-Black students, such as
international recruitment, were consistent with the best practices for a distinct population
within the literature (RQ2).
The researcher discovered diversity billboards, faculty engagement, and
international recruitment were practices used to target non-Black students. The
recruitment practices results showed that practices to target non-Black students were
consistent with the literature, which displayed international recruiting as an effective
practice for non-Black students. Recruitment practices and education strategies are
progressively focusing on international students (Hanover, 2014). All interview
participants (100%) responded that international recruitment is a strategy to target nonBlack students. An Admission Counselor mentioned that virtual recruitment sessions
assist in this effort. An administrator stated, “we didn't have the funds to go overseas to
attend fairs. So now we're seeing more virtual international fairs come in that we can
attend virtually." According to Grandillo, 2019, recruiting within the international market
has expanded and has become more accessible due to technology but more challenging
due to the political climate.
Displaying diversity billboards, engaging international faculty, and having
international recruitment fairs were the only strategies used to target non-Black students.
An administrator elaborated, “...we have billboards and stuff advertising our diversity
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throughout (Southeast HBCU) and on the interstate. With advertising, not only African
American students but Caucasians.” These practices are standard practices used at other
HBCUs and PWIs.
Finding 5. The non-Black student interests in attending an HBCU, such as
programs, majors, and sports, were effective in recruiting non-Black students to the
HBCU as listed in the literature.
Non-Black students' interests in attending the HBCU were majors, programs,
sports, online courses, and location. Many of the non-Black student participant's interest
in attending the HBCU was program-related. Of the responding student participants, 11
out of 23 (48%) listed Program/Major, 9 out of 23 (39%) listed close to home/work, 2 out
of 23 (9%) stated online courses, while 1 out of 23 (4%) listed sports as interest in
attending an HBCU.

Figure 6. Non-Black Students Interests in HBCU
The non-Black student’s responses as interests to attend the HBCU, such as
major, programs, and sports, were identified as recruitment practices that the interview
participants used to target non-Black students.
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Research Question 3: What are the perceptions of recruiting practices for non-Black
students attending an HBCU?
Finding 6. Non-Black students perceived that the HBCU should recruit more non
Black students, such as through diverse images, diverse activities, campus events, social
media, family, and friends (RQ3).
The researcher discovered non-Black students perceived that the HBCU recruiting
practices should include more extracurricular activities for more than one race and
advertise campus events and organizations that include non-Black students in images
promoting the event.
Unlike historically PWIs, HBCUs always permitted all qualified students to
attend their institutions; they were nonjudgmental toward who should be educated;
however, innovative recruiting methods must be implemented to survive (Bracey, 2017).
Participants were asked, “Do you know of ways your institution can recruit more nonBlack students”? Of the responding student participants, 13 of 23 (57%) responded with
their perception of practices to recruit non-Black students. Student participant 1 stated,
“Advertise campus events and organizations that include non-Black students in the
images.” Student participant 3 responded, “Show more of the programs and
extracurricular activities the school has to offer rather than marketing it as a school
specifically for one race.” Student participant 5 said, “I think that focusing on location
and the flexibility of online degrees would help recruit more students.” Student
participant 14 stated, “By actively doing events that involve different cultures.” “By
dropping the HBCU theme. To acknowledge that there was or is a difference in race,
whether it be at college or any other situation, is to give life to the perception that there
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are differences in individuals due to the color of their skin, and equality will never be
reality.”
Student's responses to their perceptions of the HBCU recruiting practices differed.
Student participant 1 stated, "Because it used to be (PWI), it gives (the HBCU) the
appearance as being inclusive to other races." The student's participants responses
provided a clear perspective on HBCUs' White student enrollment and why increasing
their enrollment created more diversity and inclusion (Palmer, Arroyo, & Maramba
2018). Student participant 2 stated, "They don't really do that. They should because more
people would definitely come and get a well-rounded cultural experience.”
Some students felt that they were not recruited, but majors or sports played a role
in the perception of their recruitment experience. Student participant 8 stated, "They
don't. We find this school based on need of major.” Student participant 12 stated, "I don't
see that they recruit non-Black students; I think those that attend this school are there
because they have some majors that other schools don't."
Finding 7. Some non-Black students perceived that the HBCU should not recruit
more non-Black students because the institution is a HBCU (RQ3).
Participants were asked, "Do you feel your institution should change its recruiting
practices to target non-Black students"? If yes, why? If no, why not? Figure 7 displays
non-Black student responses to changing recruit to target non-Black students. About half
of the students stated that no changes needed to be made, a large portion were unsure, and
even less stated changes needed to be made.
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NON-BLACK STUDENT RECRUITMENT CHANGES
Did Not Respond
9%

Yes
13%

Unsure
29%

No
49%

Figure 7. Non-Black Student Recruitment Changes
Of the non-Black student participant's responses, 49% of students suggest that no
changes should be made in the recruiting process of non-Black students. A non-Black
student participant stated, “If the college is directed to recruit black students to have a
school with a black majority, I feel that they have a right to do so. Most of my other
colleges in the south had racial issues stemming from the white students and I feel that
ASU being a "black college" keeps people like that from applying. Those of us who
respect the fact that this is a mostly black college do not feel that more non-black
students NEED to be recruited. I believe that this institution will provide a safe learning
place, free of racism, for those students.” “Gasman's research suggests specific changes
to recruit non-Black students to an HBCU should be made to sustain a diverse campus.
Gasman notes that the United States v. Fordice’s decision indicates that because of public
HBCUs’ movement to increase their student bodies’ racial diversity, non-Black students’
enrollment will continue to grow (Gasman, 2014). Additionally, research suggested that
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due to more Black students electing to attend PWIs, many HBCUs should actively recruit
and sustain a diverse student campus to stay ahead of the competition and economically
stable (Gasman, 2014).
The research shows that the Southeast HBCU removed the reference of
“historically Black” from its mission statement to diversify the student body in hopes of
continually increasing the enrollment of non-Black students (Davis, 2016a). According to
the Higher Education Act of 1965, HBCUs’ sole goal was to educate Black American
students (Office of Education, 1965). Student participant 1 stated, “I believe that ALL
students should be targeted for recruitment, no matter their ethnicity or cultural beliefs.”
Student participant 3 elaborated, Yes, America is built upon the principle of diversity and
only catering to a single race causes the institution to miss out on all the wonderful
things student that are not if that race to bring”. Student participant 22 elaborated, “Yes,
so the school can become more diverse and allow others to learn more about the history
of the institution, etc.” Adding words that identify diversity within the mission statement
demonstrates a desire for non-Black students to attend the HBCU while enrolling Black
students (Andrade & Lundberg, 2016).
The findings of the student perception of the HBCU recruiting practices were the
HBCU should include non-Black students’ images and activities to assist with recruiting
non-Black students. The non-Black students listed interests in sports, major, online
courses, and close to home as reasons for attending the HBCU. Many students did not
give examples of how they were recruited, 44% stated they were not recruited to the
HBCU. Additionally, 40% perceived the HBCU should change their recruiting practices
to diversify the institution. The findings also indicated conflicting perception of recruiting
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more non-Black students to the institutions from student participants. Student participants
stated that recruiting non-Black students would diversify the institution. Other students’
perception was that because it is an HBCU, it should only cater to Black students.
Summary
The researcher described results from the surveys and interviews. The interviews
had a low number of participants; four were included in the study results. However, 80%
of the staff in the area of recruitment participated in the study. All were affiliated with
professional organizations in recruitment and admissions. Additionally, the student
participants had a low response rate of .19%, and almost 87% of the responses were
white. A priori codes, emerging codes, themes, and subthemes were developed to provide
insight into the HBCU recruiting process. Themes such as recruitment practices, most
effective recruitment practices, least effective recruitment practices, and non-Black
student recruitment practices were developed from the interview responses. Themes such
as HBCU interests, recruiting methods, and perception of their recruiting experiences
were developed from the survey responses. Some of the key findings such as,
institutional recruitment practices, practices that target non-Black students, and least and
most effective practices, displayed consistency with the best and most effective practices.
Chapter V will provide a summary of the study, analysis of the findings, and items that
may have limited the study, forethought, or recommendations for future research,
including implications of the study.
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CHAPTER V
DISCUSSION

The purpose of this study was to examine institutional recruitment practices at an
HBCU with a specific focus on recruiting practices that target non-Black Students and
non-Black students' perceptions of the recruiting practices. This qualitative study was to
fill the literature gap concerning Historically Black Colleges and Universities and directly
related to recruiting non-Black students to increase enrollment at an HBCU. This case
study examined a Southeast HBCU that consolidated with a PWI and its effort to recruit
non-Black students. This chapter will summarize and analyze the key findings while
comparing them to the empirical literature. Additionally, this chapter will describe the
study's limitations, future research recommendations, and implications.
Summary of the Study
This qualitative case study examined the recruitment practices of a Historically
Black College or University (HBCU) that consolidated with Predominantly White
Institutions (PWI) and the consolidated institution effort to increase non-Black students'
enrollment. The purpose of this study is to examine the institution's recruitment practices,
recruiting practices that target non-Black students, and non-Black students' perception of
their recruitment experience. There is an extensive amount of literature regarding
recruitment practices; however, literature regarding recruiting practices for non-Black at
an HBCU is limited.
The decline in enrollment at HBCUs has resulted in the closure of these
institutions at a startling scale (Suggs, 2019). Eighteen HBCUs have closed, five of the
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closures since 1989 (Suggs, 2019). HBCU enrollment decreased by 11% from 2010 to
2018, according to the National Center for Education Statistics (2019). To improve
enrollment rates, a Southeast HBCU and PWI consolidated in 2016; data shows that the
enrollment of non-Black students increased by 18.8% at the HBCU. The Southeast
HBCU removed the reference of “historically Black” from its mission statement to
diversify the student body to continually increase the enrollment of non-Black students
(Davis, 2016a). The HBCU did retain a reference to diversity in the mission statement.
However, after the consolidation, the institution is still considered an HBCU (Research &
Policy, 2020). The researcher examined the recruiting practices of the HBCU after the
consolidation, four years after consolidation.
The case study method was selected for this research because it allows the
researcher to develop a detailed understanding of a particular issue (Merriam, 2009), such
as recruitment practices. The purpose of this case study was to examine institutional
recruitment practices at an HBCU with a specific focus on recruiting practices that target
non-Black Students and non-Black students’ perceptions of the recruiting practices.
The key findings of the study were:
1. The institutional recruitment practices, such as college fairs, open houses, and
social media, were consistent with the best and most effective recruitment
practices identified in the literature (RQ1).
2. The most effective recruitment practices at an HBCU, such as virtual sessions,
and email communication, were consistent with effective methods in the
literature (RQ1).
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3. The least effective recruitment practices at an HBCU, such as recruitment
fairs and social media, were identified as effective methods within the
literature (RQ1).
4. Recruitment practices that target non-Black students, such as international
recruitment, were consistent with the best practices for a distinct population
within the literature (RQ2).
5. The non-Black student interests in attending an HBCU, such as programs,
majors, and sports, were effective in recruiting non-Black students to the
HBCU as listed in the literature (RQ2).
6. Some Non-Black students perceived that the HBCU should recruit more nonBlack students, such as through diverse images, diverse activities, campus
events, social media, family, and friends (RQ3).
7. Some non-Black students perceived that the HBCU should not recruit more
non-Black students because the institution is a HBCU (RQ3).
Analysis of the Findings
This section will address the findings of institutional recruitment practices at an
HBCU, recruiting practices used by an HBCU to target non-Black students, and the
perception of non-Black students recruiting experience. Recruitment data as reported by
the Admissions Recruiters, Associate Director of Admissions, Vice President of
Enrollment Management, and the non-Black students helped answer this study's three
research questions.
Finding 1: The institutional recruitment practices, such as college fairs, open houses,
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and social media, were consistent with the best and most effective recruitment practices
identified in the literature (RQ1).
The HBCU institutional recruitment practices, recruitment practices that target
non-Black students, and non-Black students' perception data reported by participants
supported the conclusions of the three research questions. The first research questions
address the overall recruitment practices, such as college fairs, open houses, and social
media, consistent with the best and most effective recruitment methods listed by
Grandillo (2019) and Ruffalo Noel Levitz's Marketing and Student Recruitment (2019 &
2020) research. The research suggests maintaining direct interaction with potential
students through radio advertisements, referrals, college fairs, probe fairs, high school
visits, open houses, visitation days, and campus tours (Grandillo,2019).
Most of the recruiting activities during summer 2020 until the Spring 2021
academic year transformed to online recruitment. An Admission Recruiter stated: “So we
use WebEx to connect with students, whether they're out of state, or Georgia perspective
students. Research suggests that most universities are very competitive amongst colleges
and universities to attract applicants. Perhaps the most extensive transformation and
growth areas in higher education are in online marketing and recruiting (Hanover, 2014).
An Administrator elaborated: “So prior to COVID in a normal environment, we do
visitations on to the different high schools or colleges”. This strategy displayed an
isomorphic mimetic pressure due to all institutions in the university system applying this
recruiting method due to the pandemic that created an environment change.
Finding 2: The most effective recruitment practices at an HBCU, such as virtual
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sessions, and email communication, were consistent with effective methods in the
literature (RQ1).
The most effective recruitment practices at an HBCU, such as virtual sessions and
email communication, were consistent with the research's effective methods. The least
effective recruitment practices at an HBCU, such as recruitment fairs and social media,
were identified as an effective method within the research. The Associate Director of
Admission stated, "I would say I find open houses to be most effective, particularly our
open house that happens in the spring. That's the time when most of our students and
families are making decisions about college, and it's a great time for us to share the
overall experience." Grandillo's (2019) research suggested that maintaining direct
interaction with potential students included campus tours, and most institutions used
these best practices in some way as part of their recruitment methods. An administrator
added, "To be honest with you with COVID, that has been really a help for us because
financially, we didn't have the funds to go overseas to attend fairs. So now we're seeing
more virtual international fairs come in that we can attend virtually." Utilizing virtual
sessions through technology has assisted with the HBCU's ability to continue using one
of the most effective recruiting practices.
Finding 3: The least effective recruitment practices at an HBCU, such as
recruitment fairs and social media, were identified as effective methods within the
literature (RQ1).
According to some interview participants, recruitment fairs and social media were
considered the least effective forms of recruitment; however, these forms are listed as the
best and most effective according to the literature. Marketing & Student Recruitment
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(2020) offer academic-division-hosted programs deemed highly significant such as
recruitment fairs and open houses to recruit students. According to Hanover's research
(2014), there are many best practices for recruiting within a social media platform,
including Facebook, Twitter. The social media platforms the interview participants stated
the institution used were Twitter, Instagram, Facebook, and Tiktok. According to
Hanover's research (2014), there are many best practices for recruiting within a social
media platform, including Facebook, Twitter, YouTube, and LinkedIn. Although
considered as least effective by some interview participants, research displays that social
media marketing attracts students. This information gave students a sense of the
institution's campus life before visiting or a way of increasing student interest in hopes
they will visit or perhaps apply and enroll (Grandillo, 2019).
Additionally, with many universities marketing on social media platforms, it is
considered a normative isomorphic pressure. Normative isomorphism occurs when
increased professionalization transpires; as educational networks grow, increased
communication among institutions occurs (De Prá Carvalho et al., 2017). Facebook is the
most popular social networking platform; recruiting is practiced online to attract students,
with 98% of colleges and universities marketing a Facebook presence (Grandillo, 2019).
Additionally, 84% reported having an academic Twitter account, 86% reported
possessing an academic YouTube presence, 66% reported keeping a blog, 41% utilized
podcasts, and 47% utilized LinkedIn (Grandillo, 2019). There was a discrepancy with
some recruitment staff listing recruitment fairs and social media as most effective, while
others listed it as least effective; further research on recruitment training is needed.
Because recruitment fairs and social media are best and most effective according to the
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literature, training should be given to ensure that all staff uses it effectively to recruit
students.
Finding 4: Recruitment practices that target non-Black students, such as
international recruitment, were consistent with the best practices for a distinct population
within the literature (RQ2).
Partnerships and student interests were used to recruit non-Black students, and
diversify the institution. Due to the limited number of HBCU/PWI merger in the United
States, there is not enough information on non-Black student recruitment practices at a
consolidated HBCU. However, the literature does describe partnerships between an
HBCU and PWI to increase enrollment and diversity. A partnership between HBCUs and
PWIs incorporated each institutions' significant initiatives, including increasing minority
enrollment or organizational diversity in their undergraduate and graduate degrees (Price
et al., 2017). Student participant 3 elaborated, Yes, America is built upon the principle of
diversity, and only catering to a single race causes the institution to miss out.
Also, interview participants listed various majors and programs that were of interest to
non-Black students. The non-Black student's interests could be organized as a recruitment
strategy to target non-Black students to increase enrollment. Another administrator
stated, "So I think with our diversity piece, I think we pretty much had diversity with the
consolidation being Health profession is predominantly Caucasian
students.” Collaborations between PWIs and HBCUs that use both institutions' appeal
and strengths can produce quality educational practices, increase enrollment, and
encourage Black students (Allen et al., 2018).
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Finding 5: The non-Black student interests in attending an HBCU, such as
programs, majors, and sports, were effective in recruiting non-Black students to the
HBCU as listed in the literature (RQ2).
The student participants reasons for their interests in an HBCU as a non-Black
student, including sports, major/programs, close to work/home, and the institution had
cheaper tuition. Eleven of the twenty-three student participants responded they were
interested in the HBCU’s majors or programs. A non-Black student participant stated,
“Close to home and offered a distance learning program.” Another participant stated,
“Major.” While another non-Black participant elaborated, “This is the only college in my
area.” A student stated that cheaper tuition was the reason for their interest in the
institution. However, the student did not elaborate, so you could not identify whether it
was compared to another HBCU or a PWI. The non-Black student's interest in attending
should be incorporated into the HBCU recruiting practices to increase non-Black
students' enrollment. Institutions must equip their enrollment management teams with the
skills and resources needed to market and recruit within a very competitive and growing
market (Grandillo, 2019).
Finding 6: Non-Black students perceived that the HBCU should recruit more non
Black students, such as through diverse images, diverse activities, campus events, social
media, family, and friends (RQ3).
The responding student participants perceived their recruitment process
differently and responded with different ways the HBCU could include non-Black
students into their practices. Six student participants responded they were recruited
through social media, four were referred from a family member or friend, and ten
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participants stated they were not recruited to the university. One participant stated, “I just
applied and got accepted.” Out of the twenty-three responding student participants, six
received emails as recruiting material, twelve did not receive any recruiting materials,
one spotted a billboard, while one received a brochure. The researcher discovered that
although the HBCU used the best and most effective recruitment practices as outlined in
Grandillo (2019) and Ruffalo Noel Levitz's Marketing and Student Recruitment (2019 &
2020) research, the institution did not have specific strategies to target non-Black
students.
Finding 7. Some non-Black students perceived that the HBCU should not recruit
more non-Black students because the institution is a HBCU (RQ3).
Six of the twenty-three student participants stated they did not feel that the HBCU
targeted their recruitment process towards non-Black students. One participant stated,
“Given that my institution is an HBCU, of course, they would target for more Black
students to embrace their culture.” An interesting quote from another student participant
was, “I don't think so, specifically. I thought the amount of African Americans on-campus
was interesting, but I didn't realize that our school was considered an "HBCU" until a
sophomore.” Of the responses, 49% of the non-Black students perceived that the
institutions should not recruit non-Black students. A non-Black student participant stated,
“If the college is directed to recruit black students to have a school with a black majority,
I feel that they have a right to do so. Most of my other colleges in the south had racial
issues stemming from the white students and I feel that ASU being a "black college"
keeps people like that from applying. Those of us who respect the fact that this is a mostly
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black college do not feel that more non-black students NEED to be recruited. I believe
that this institution will provide a safe learning place, free of racism, for those students.”
Research suggests unique changes to recruit non-Black students to an HBCU
should be made to maintain a diverse campus. The United States v. Fordice decision
indicates that because of public HBCUs' mission to increase diversity, non-Black
students' enrollment will continue to increase (Gasman, 2014). African American
students are now in a setting where they are free to attend all institutions and are actively
pursued by HBCUs and PWIs (Lee, 2015). Because Black students electing to enroll at
PWIs, many HBCUs should actively recruit and sustain a diverse student campus to stay
in front of the competition and remain financially stable (Gasman, 2014).
The survey and interview participants had various opinions regarding recruitment
practices and their perceptions of non-Black student recruitment. Out of the twenty-three
student respondents, nine of the student’s were unfamiliar with non-Black students'
recruitment. A student participant stated, “they do not recruit non-Black students to the
HBCU but should recruit non-Black students to gain a well-rounded cultural
experience.” Only one of the four interview participants, the Associate Director of
Admissions, shared that their institutions should change their recruitment practices to
target non-Black students. The interview participants stated, “that this would bring
diversity and allow non-Black students to learn about HBCUs' history.” Student
participant 1 stated, “Advertise campus events and organizations that include non-Black
students in the images.” Student participant 3 responded, “Show more of the programs
and extracurricular activities the school has to offer rather than marketing it as a school
specifically for one race.”
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The researcher discovered that non-Black students' responses to changing
recruiting images, events, and activities to include non-Black students would help
diversify the institution and increase non-Black students' enrollment. The student's
research provided a clear perspective on HBCUs' White student enrollment and why
increasing their enrollment created more diversity and inclusion (Palmer, Arroyo, &
Maramba 2018). The HBCU could use the student's perception to help increase
enrollment of other non-Black students.
Limitations of the Study
This study's limitation includes future research studies on non-Black student's
recruitment perception, and unique practices to target non-Black students to an HBCU
are recommended.
1. This study had a low response rate of the student’s survey data collected and
the recruitment staff years of experience. Many students did not respond to the
survey (.19%).
2. The study had limited responses from student participants who responded.
3. Almost 87% of the respondents were White students, displaying a low
response rate in ethnicity diversity. The data on non-Black students’
recruitment experience perceptions were limited.
4. This study had a low number of interview participants. Although the response
rate was high (80%), the small number of recruitment staff did not offer a
significant amount of diverse responses to gain an in-depth detail for the
research.
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5. The recruitment staff that participated in the study had a small amount of
higher education experience in an enrollment service environment. Although
the average number of years in experience was four, this is due to one
Administrator participant with 18 years of experience, while the other 3 had
three years or less. Research studies that include interviews with recruitment
staff having more experience or longer years in an enrollment service
environment at an HBCU may reveal more themes, best recruitment practices,
and recruitment practices that target non-Black students.
Recommendations for Future Research
Additional research studies are needed based on the findings of recruitment
practices that target non-Black students and non-Black students’ perception of their
recruiting experience at an HBCU. Also, future research studies are needed on Black
students' perception of diversifying an HBCU campus to increase enrollment.
1. Higher education systems should continue studying unique recruitment
practices targeting non-Black students at other HBCUs. Studies in universities
that does not have coercive pressures impacting recruitment. The study results
were based on a consolidated HBCU; the researcher recommends studies at a
HBCU that has not consolidated but that is actively and intentionally
increasing enrollment of non-Black students. The increase of enrollment at an
HBCU that is intentionally recruit non-Black students may have generated
unique recruitment practices targeting non-Black student that other HBCU
could use.
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2. Research on elements that may attract non-Black students to an HBCU. The
interests may differ at HBCUs outside of the state as programs, majors, and
interests differ at each institution.
3. A study with a more significant number and diversity of non-Black students
would gain even more data analysis. Having a higher number of diverse
responses will gain in-depth information on non-Black students. These
responses can give recruitment staff more ideas of what the non-Black
students would like to experience during their recruitment experience.
Additionally, with more diverse responses, HBCUs will better understand the
non-Black student's perceptions, which can be included in their recruitment
process. Gaining students perceptions can create many opportunities for the
HBCU to begin creating normative recruitment practices that can be shared
throughout the HBCU community.
4. Research studies on Black students' perception of diversifying an HBCU
campus to increase enrollment are recommended. Many Black students attend
an HBCU because it offers a cultural aspect, as well as an education.
5. Researching to gain knowledge recruiting non-Black students to HBCUs to
diversify or increase enrollment will counteract the sole mission of educating
Black Americans. This study can include questions regarding the interests of
Black students to attend HBCU, such as do they feel more comfortable and
learn better in this type of environment, or are there more cultural, educational
experience or knowledge given to Black students at these institutions than at
PWIs. Researching these methods can help the HBCU gain an idea of Black
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students’ preferences, and how they can use these preferences in the
recruitment practices.
Implications of the Study
The Southeast HBCU’s institutional recruitment practices are consistent with the
literature best and most effective recruitment methods listed by Grandillo (2019) and
Ruffalo Noel Levitz's Marketing and Student Recruitment (2019 & 2020) research. The
study’s findings of recruitment practices can increase enrollment at HBCUs and all
higher education institutions. HBCUs and IHE’s can benefit from the most effective
recruitment practices identified by this study's themes and recruitment practices targeting
non-Black students.
The recruitment staff and non-Black students are aware of their mission to
diversify and increase enrollment at the HBCU by recruiting more non-Black students.
The need to diversify and increase enrollment indicates a need for more information of
non-Black students' images, events, and activities that need to be evaluated and built into
the recruiting process.
HBCUs can use the interests of Non-Black students in their recruiting practices to
recruit more non-Black students. The interest of non-Black students in attending an
HBCU, such as programs, major, sports, online courses, and close to home, provides
insight and guidance in recruitment strategies. These interests indicate that non-Black
students are interested in attending the HBCU. The non-Black students' interests
implicate a need for HBCU to evaluate unique strategies by evaluating non-black
students' interest in their HBCU and developing recruiting strategies around those
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interests. HBCUs should survey prospective or enrolled non-Black students to gain a
better understanding of their interests to the institution.
Additionally, partnerships between HBCU and PWIs were established to diversify
both institutions. The partnerships indicate that PWIs and HBCUs are interested in
collaborating to offer bridge programs on campuses. Institutions of higher education
collaborations benefit all institutions by increasing enrollment. Partnerships between
these institutions also indicate students’ interest in programs on both the PWI and HBCU
campuses. Partnerships can help students on either campus attain their desired degrees
while diversifying the campus.
Conclusion
The HBCU's recruiting methods, such as visitation days, college visits,
communication, and open houses, are considered the best and most effective recruitment
practices at HBCUs and other higher education institutions. Non-Black student's interests
in attending an HBCU, such as majors, programs, sports, location, and online courses,
should be used to recruit non-Black students to an HBCU. Additionally, interview and
survey participants responded to a need to diversify to increase enrollment. The nonBlack student participants suggested more images and campus activities that included
non-Black students in the recruiting process. Some non-Black students' perceptions were
that the institution should not recruit non-Black students considering the institution's
original sole purpose to educate Black Americans. A limited amount of research has been
conducted on recruitment practices targeting non-Black students at an HBCU and nonBlack students' perception of their recruitment experience at an HBCU. Future research is
recommended on Black students' perception of diversifying HBCUs and unique practices
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or strategies specifically targeting non-Black students to an HBCU to diversify and
increase enrollment at these institutions.
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The 101 Private and Public HBCUs
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Alabama State University
Albany State University
Alcorn State University
Allen University
American Baptist College
Arkansas Baptist College
Benedict College
Bennett College
Bethune-Cookman College
Bishop State Community College
Bluefield State College
Bowie State College
Central State University
Cheyney State University
Claflin University
Clark Atlanta University
Clinton College
Coahoma Community College
Coppin State University
Delaware State University
Denmark Technical College
Dillard University
Edwards Waters College
Elizabeth City State University
Fayetteville State University
Fisk University
Florida A & M University
Florida Memorial University
Fort Valley State University
Gadsden State Community College
Grambling State University
H. Councill Trenholm State
Hampton University
Harris-Stowe State University
Hinds Community College
Howard University
Huston-Tillotson University
Interdenominational Theological Center
J.F. Drake State Community and Tech College
Jackson State University
Jarvis Christian College
Johnson C. Smith University
Kentucky State University
Lane College
Langston University
Lawson State Community College
LeMoyne-Owen College
Lincoln University
Lincoln University
Livingstone College
Meharry Medical College

Miles College
Mississippi Valley State University
Morehouse College
Morehouse School of Medicine
Morgan State University
Morris College
Norfolk State University
North Carolina A & T State University
North Carolina Central University
Oakwood University
Paine College
Paul Quinn College
Philander Smith College
Prairie View A& M University
Rust College
Saint Augustine’s University
Saint Philip’s College
Savannah State University
Selma University
Shaw University
Shelton State Community College
Shorter College
Simmons College of Kentucky
South Carolina State University
Southern University A & M College
Southern University at New Orleans
Southern University at Shreveport
Southwestern Christian College
Spelman College
Stillman College
Talladega College
Tennessee State University
Texas College
Texas Southern University
Tugaloo College
Tuskegee University
University of Arkansas at Pine Bluff
University of Maryland, Eastern Shore
University of the District of Columbia
University of the Virgin Islands
Virginia State University
Virginia Union University
Virginia University of Lynchburg
Voorhees College
West Virginia State University
Wilberforce University
Wiley College
Winston-Salem State University
Xavier University of Louisiana
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Interview Email:
Date:
Dear Admission Counselors/Director of Admissions/VP of Enrollment Management
I hope all is well!
My name is Viola Alexander. I am an Ed.D. candidate in Curriculum and Leadership Higher Education at Columbus State University in Columbus, Georgia. Currently, I am
working on a research project entitled A CASE STUDY: AN EXAMINATION OF
HISTORICALLY Black COLLEGES AND UNIVERSITIES’ RECRUITMENT OF NONBlack STUDENTS.
The purpose of this study is to examine current recruitment practices at an HBCU with a
specific focus on recruiting practices that target non-Black Students and non-Black
students’ perceptions of the recruiting practices. This research may help HBCUs’ overall
recruitment objectives.
It is very significant for my study to know the admission staff’s recruitment practices at
an HBCU. Because of your expertise, I am inviting you to interview for this study. If you
decide to participate in the interview, it should only take an hour or less of your time. The
interview will be recorded and transcribed for research purposes only. If you decide to
participate, please select a date and time listed below that you are available to interview.
The interview will be via Google Meet and will be recorded and later transcribed for data
analysis purposes. Additionally, please read over the attached consent form. The consent
form must be signed and returned prior to the interview.
You can contact me via email regarding any questions you may have. I look forward to
speaking with you.
Best,
Viola
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Interview Protocol (SCRIPT):
Date:
Dear Admission Counselors/Director of Admissions/VP of Enrollment Management
Thank you for agreeing to this interview and taking the time to participate in this research
study. I hope to gain valuable information from your responses to help learn more about
your recruitment practices. Having over 22 years of higher education experience in an
enrollment services environment at Columbus State University has piqued my interest in
recruiting non-Black students at a Historically Black College and University. The
purpose of this study is to examine current recruitment practices at an HBCU with a
specific focus on recruiting practices that target non-Black Students and non-Black
students’ perceptions of the recruiting practices.
This interview is semi-structured, so please elaborate on your response with follow-up
comments or inject any relatable or pertinent information into the questions.
Additionally, this interview will take place via Google Meet, it will be recorded and later
transcribed for data analysis purposes.
Before we begin the interview, I would like to collect information on your work
experience.
How long have you been
_______ in your present position?
_______ at this institution?
_______ number of years within an enrollment service environment?
_______ are you affiliated or a member of any recruitment groups for best recruitment
strategies? I.e. Ruffalo Noel Levitz or AACRAO, SACRAO, GACRAO, etc.?
Do you have any questions or comments before beginning the interview?
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Interview Questions:
1. What are some of your recruitment methods/practices you use to recruit
prospective students, and why do you use these methods? For example, visitation
days, college fairs, or others.
2. With your current recruiting practices, which do you find to be the most effective
and least effective?
3. How do your institution’s recruitment methods help recruit non-Black students?
4. Do you feel your recruiting practices are inclusive or are exclusive to non-Black
students’ needs?
5. Are there any planned non-Black student recruitment activities throughout the
year? For example, Hispanic Festivals, high school international student events,
or a majority-White high school event.
6. Does your department research or receive any recruiting input about recruiting
non-Black students from enrolled students or prospective? If so, what practices
differ from your regular recruitment?
7. Are there programs/majors that non-Black students find most interesting? If so,
what are they?
8. Do your recruitment staff attend more Black recruiting events where most
attendees are Black, or is it neutral?
9. Do you feel that non-Black students are interested in the same thing when they
inquire about your university? Can you name some of those interests?
10. Any additional information you feel may need to be added to help assist this
research?
This research study interview is concluded. Thank you for your participation in this
research study. Your participation may help HBCUs’ overall recruitment objectives.
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Dear Students:
My name is Viola Alexander. I am an Ed.D. candidate in Curriculum and Leadership Higher Education at Columbus State University in Columbus, Georgia. Currently, I am
working on a research project entitled A CASE STUDY: AN EXAMINATION OF
HISTORICALLY Black COLLEGES AND UNIVERSITIES’ RECRUITMENT OF
NON-Black STUDENTS.
I hope to gain valuable information from your responses to help learn more about your
recruitment process perception. The purpose of this study is to examine current
recruitment practices at an HBCU with a specific focus on recruiting practices that target
non-Black Students and non-Black students’ perceptions of the recruiting practices.
This survey is entirely anonymous and will be approximately 15-20 minutes. I kindly ask
you to support my research.
You are being invited to participate in a web-based survey if you identify as a non-Black
student at your institution. If you decide to participate, the survey will include questions
about your perceptions of non-Black students’ recruiting practices. You may choose not
to respond to specific questions or to stop the web-based survey at any time without
penalty.
If you are interested in participating, the consent form and web-based survey are
available on the following link:
Thank you in advance for your participation.
Best,
Viola
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Please review the consent form prior to the beginning of the survey.
IRB Consent Form
I have read this informed consent form. If I had any questions, they have been answered.
By selecting the I Agree and Submit, I agree to participate in this research project.
● I agree
● I do not agree
Survey Questions
Before the survey begins, please provide demographic information.
Select your race:
● Hispanic/Latino (of any race)
● American Indian or Alaska Native
● Asian
● Native Hawaiian or other Pacific Islander
● White
● Two or More Races
● Other
1. As a non-Black student, why did you decide to attend an HBCU? (i.e., Major,
Diversity, Sports, etc.)
2. How were you recruited to your institutions? (i.e., During a High School Visit,
Social Media, College Fair, etc.)
3. Do you feel that your institution’s recruitment process is catered toward Blacks
‘students only? If yes, why? If no, why not?
4. What is your perception of how your institution recruits non-Black students?
5. What type of recruiting information did you receive as a non-Black student? (i.e.,
emails, brochures, etc.).
6. What do you think was negative/positive about recruiting information you
received as a non-Black student?
7. Do you know of ways your institution can recruit more non-Black students?
8. Have you received any follow-up regarding your recruiting process?
9. Do you feel your institution should change its recruiting practices to target nonBlack students? If yes, why? If no, why not?
10. Do you feel that the perception of your recruiting experience will or will not help
to recruit more non-Black students? If yes, why? If no, why not?
This research study survey is concluded. Thank you for your participation in this research
study. Your participation may help HBCUs’ overall recruitment objectives.
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Appendix D
Web-Based Informed Consent Form
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INSTITUTIONAL REVIEW BOARD
Informed Consent Form
You are being asked to participate in a research project conducted by Viola Alexander, a
staff member in the Curriculum and Leadership - Higher Education / Teacher Education
Department at Columbus State University.
I. Purpose:
The purpose of this project is to examine current recruitment practices at an HBCU with
a specific focus on recruiting practices that target non-Black Students and non-Black
students’ perceptions of their recruiting experiences. This research may help HBCUs'
overall recruitment objectives.
II. Procedures:
You have been classified as a student who identifies as a non-Black student by your
institution Institutional Research or Registrar Office. To participate in the online survey,
you are required to consent and submit this form prior to proceeding to the online survey
questions. This open-response survey will gather data from the perception of your
recruiting experience as a non-Black student attending a Historically Black College and
University. The survey will last approximately 15-20 minutes. This survey will be
available to complete up to two weeks (10 days) from the initial email date. Your name
or email address will not be identified in this research. However, your race will be needed
for later data analysis. Additionally, this data may be utilized for future research projects.
III. Possible Risks or Discomforts:
There are no known possible risks or discomforts that will result from participation.
IV. Potential Benefits:
This study's anticipated benefits could improve future recruitment practices, recruitment
practices targeted towards non-Black students, and non-Black students' perception of a
Historically Black College and University. Improving recruiting practices and recruiting
practices for non-Black students could improve enrollment at HBCUs. Thus, helping
these institutions continue a historical legacy.
V. Costs and Compensation:
There is no cost or compensation for the participants.
VI. Confidentiality:
The researcher will ensure that the subjects' confidentiality is maintained using a CSU
password-protected computer in the Researcher's Office to store the electronic files. Only
the researcher will have access to the files. The files will be stored on the researcher's
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hard drive (H-Drive). The data will be stored for the long term on a CSU's network drive
for a minimum of 5 years; afterward, it will be permanently discarded, all data will be
deleted.
VII. Withdrawal:
Your participation in this research study is voluntary. You may withdraw from the study
at any time, and your withdrawal will not involve a penalty or loss of benefits.
For additional information about this research project, you may contact the Principal
Investigator, Viola Alexander, at 706-366-5399 or at
alexander_viola@columbusstate.edu. If you have questions about your rights as a
research participant, you may contact Columbus State University Institutional Review
Board at irb@columbusstate.edu.
I have read this informed consent form. If I had any questions, they have been answered.
By selecting the I agree radial and Submit, I agree to participate in this research project.
o I agree.
o I do not agree.
Submit
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Informed Consent Form
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INSTITUTIONAL REVIEW BOARD
Informed Consent Form
You are being asked to participate in a research project conducted by Viola Alexander, a
staff member in the Curriculum and Leadership - Higher Education / Teacher Education
Department at Columbus State University.
I. Purpose:
The purpose of this project is to examine current recruitment practices at an HBCU with
a specific focus on recruiting practices that target non-Black Students and non-Black
students’ perceptions of their recruiting experiences. This research may help HBCUs'
overall recruitment objectives.
II. Procedures:
You have been identified as a recruitment staff or administrator at an HBCU. Your
participation in this research study will include an online recorded interview. You will be
able to select a date and time for the interview. The interview questions will gather data
from your recruitment experience at an HBCU and specifically recruitment experiences
that target non-Black students at an HBCU. The interview will take approximately 60
minutes and will include ten semi-structured interview questions. Your name will not be
identified in this research. Additionally, this data may be utilized for future research
projects.
III. Possible Risks or Discomforts:
There are no known possible risks or discomforts that will result from participation.
IV. Potential Benefits:
This study's anticipated benefits could improve future recruitment practices, recruitment
practices targeted towards non-Black students, and non-Black students' perception of a
Historically Black College and University. Improving recruiting practices and recruiting
practices for non-Black students could improve enrollment at HBCUs. Thus, helping
these institutions continue a historical legacy.
V. Costs and Compensation:
There is no cost or compensation for the participants.
VI. Confidentiality:
The researcher will ensure that the subjects' confidentiality is maintained using a CSU
password-protected computer in the Researcher's Office to store the electronic files. Only
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the researcher will have access to the files. The files will be stored on the researcher's
hard drive (H-Drive). The data will be stored for the long term on a CSU's network drive
for a minimum of 5 years; afterward, it will be permanently discarded, all data will be
deleted.
VII. Withdrawal:
Your participation in this research study is voluntary. You may withdraw from the study
at any time, and your withdrawal will not involve a penalty or loss of benefits.
For additional information about this research project, you may contact the Principal
Investigator, Viola Alexander, at 706-366-5399 or at
alexander_viola@columbusstate.edu. If you have questions about your rights as a
research participant, you may contact Columbus State University Institutional Review
Board at irb@columbusstate.edu.
I have read this informed consent form. If I had any questions, they have been answered.
By signing this form, I agree to participate in this research project.
______________________________________________
Signature of Participant
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_____________________
Date
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